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ABSTRACT 
The objective of this study was to determine the extent to which the finance function 
has evolved from being mere transactional – into one being more value-adding and 
business-partnering.  
The main focus of this study is on the role of finance as a business partner. Its main 
function is to add value to the business and the operations, and to offer the required 
support, in order for management to be able to make the right decisions. In this role, 
finance is regarded as part of the management team – and not just an external 
support function providing number ‘crunching’ – but a member that provides valuable 
input in the processes that the business follows. They become an in-house 
consultant for the business, thereby providing technical knowledge, which is aligned 
to the manner in which the business conducts its operations.  
The activities that are to be done by finance in this role comprise the following:  
 Alignment of the functions of finance with those of the business, and what is 
thereby required.  
 Providing information to the business on a timely basis. 
 Providing information that assists and is relevant in the decision-making 
process of the business. 
 Having a balance between providing governance support, as well as ensuring 
adequate control of the assets of the organisation. 
 Reducing non-value adding activities that can be outsourced, such as 
standard reports, which can be developed and housed within a linked IT 
system.  
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In order to be able to perform these activities effectively, there needs to be adequate 
support from the organisation’s IT environment, where standard templates can be 
developed, which are linked, and which lead to the availability of time for the analysis 
of the data. The resources also needs to have the required soft skills – of which 
communication and the ability to influence are important aspect – as there would be 
times when the people in operations would need to align their business decisions to 
the right finance decision – without becoming an obstruction to the business.   
A survey was carried out involving the accountants, whose role was to support the 
business in the South African environment, and which provided information on the 
following research questions: (i) Are finance professionals moving towards becoming 
business partners and away from transactional back-office work? (ii) What are the 
main reasons for the lack of transformation of the finance function? (iii) Is the size of 
the organisation a factor in its transformation? (iv) Does the fact that a company is a 
multinational or a South African organisation have any impact on the transition?   
The results of the survey were used to draw a conclusion on the extent of the 
change in the role of finance. 
The research concluded that there had been some change in the role that finance 
was performing in regard to the business. However, there were still areas where 
more could be done to move the change along, and to arrive at a position where 
finance becomes a full business partner.   
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CHAPTER ONE 
1 NATURE AND SCOPE OF THE STUDY 
1.1 INTRODUCTION 
The traditional finance function has a unique role in a business organisation – it is 
the point in the value chain that has the most contact with the other functional areas 
in the business; and it has direct access to most departments (Sharma and Jones, 
2010, p.1). It also has the overall responsibility of delivering the correct information to 
the decision-makers, and acting as an interpreter and communicator with regard to 
any financial decisions that need to be made by the organisation (Sharma and 
Jones, 2010, p.1). Significant changes in the external environment have also 
resulted in operations placing a greater need for information on the finance function; 
and the finance departments are now expected to become more proactive in the 
support they provide to the organisation – instead of taking a more reactive role, as 
was the case in the past (Hoe, 2009, p.65).  
Traditional accounting practices and culture have been satisfactory in the past to 
satisfy the management needs; but an increase in competition, changes in the 
structure of the organisation, new values of the organisation and continuous 
business improvement have made it clear that the current role of the finance function 
needs to change and evolve (Järvenpää, 2007, p.114). Financial directors are only 
as good as the people they have in their department; and even the most effective 
finance teams need to think strategically. And, furthermore, they should be able to 
work in any functional area of the business, and should be open to change in the 
organisation (Plourd, 2008 p.92).  
Massmann (2004, p.26) states that the role of the finance executive is enhanced 
through this transformation; but it has added responsibilities and roles. This notion is 
supported by Graham, Davey-Evans and Toon (2012, p.72), where findings were 
made on the role of financial controllers in the United Kingdom. The role was seen 
as expanding and becoming more futuristically focused.  Even with the changes in 
the finance roles, the traditional role is still relevant and critical within the finance 
function.   
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The change that is currently happening in the finance function is encouraging finance 
professionals to take a more strategic role in the organisation; and it is increasing 
their decision-making capabilities. The transformation that is required would allow a 
finance department to deliver more value to the organisation, and thereby change 
the way in which they are perceived and viewed by the organisation (Robinson, 
1999, p.696).  
Finance professionals already have the skills required to change their position in the 
organisation to become more strategic and analytical than that of merely being ‘bean 
counters’. It has enabled them to move into a value-adding business role (Robinson, 
1999, p.693). The process that is required to effect the change is not a once-off 
affair, but an ongoing process of change, in order for the transformation to take place 
within the organisation (IBM, 2008).  
The transformation to a business partner within the organisation is not only about 
accounting innovation and increased management participation within the finance 
department and operations; but it is also about the necessary change interventions 
to be made within the organisation (Järvenpää, 2007, p.101).  A move is required 
from finance being focused on numbers – where the staff are perceived as being 
data capturers and regulators – to one where they become business partners, and 
assist in advisory functions for management and in strategic decision-making of the 
organisation (Järvenpää, 2007, p.100).  
Transforming this role would, therefore, involve a change in the organisational 
culture. The culture within the finance department is a sub-culture of that within the 
organisation; and therefore, it should not be seen apart from that of the organisation 
(Järvenpää, 2007, p.101). 
In today’s changing environment, the CEOs require trustworthy financial advice from 
their finance support, and for finance to move out of the back office into adding value 
to everyday activities. If afforded the opportunity, finance could contribute to the 
effective management of a company (Järvenpää, 2007, p.114). Finance needs to 
understand the drivers of the business and have a view of the ‘bigger picture’, in 
order to assist the business. They need to understand the objectives from the 
perspective of the operation (Hoe, 2009, p.66).  
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There is an added competitive advantage and increased effectiveness in those 
organisations, where business operations and finance operations are seen as 
business partners, and are working together for the benefit of the organisation as a 
whole (Mand and Whipple, 2001, p.23). The traditional role played by finance in the 
business will continue to evolve over the next few years. The finance professionals 
need to realise and embrace the change, and become trusted advisors if they wish 
to be relevant as business partners in the organisation (KPMG, 1998).  
The traditional image of CFOs and their office being that of a function whose primary 
responsibility was to prepare the monthly books and then report back, has changed 
considerably over the past decade. The CFO is now an integral part of the 
management team, and has been given a role that is more strategic and more value-
adding than mere number crunching, as in the past (Sharma and Jones, 2010, p.1).  
The CFO now needs to be a value creator; and these ‘value-creating’ skills are 
influenced by a number of different factors, including the skillset of the resources in 
finance and their level of formal qualification (Sharma and Jones, 2010, p.3).  
The move towards a proactive business partnering relationship with finance has 
transformed finance’s role; and it has resulted in a better collaboration with 
operations; since there is a need to better control cash, as well as finance-
improvement projects. Now, it has become important to focus on increasing value-
adding activities rather than on mere cost-cutting. Traditional and routine accounting 
transactions are being outsourced, allowing more focus on the analysis and value-
adding activities. Modern technological advances have also assisted in eliminating 
some of the non-value adding activities (Hoe, 2009, p.66). 
In achieving the transformation, an understanding of the factors impacting on the 
transformation in the finance function in South Africa is crucial for determining a way 
forward. 
1.2 PROBLEM STATEMENT 
This research has been triggered by the ongoing evidence of the slow change in 
finance transformation towards business partnership. Accountants need to ‘up their 
game’, and start to become more involved in the strategic elements of the company, 
and to move away from being mere ‘number crunchers’ (Gilmour, 2013). This fact 
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has again been one of the main highlights in the 2011 Deloitte CFO survey (Deloitte 
SA, 2011).   
The results of this survey conducted by Deloitte indicate that the majority of the 
finance professional’s time is still internally focused on the transactional roles and 
less on becoming a business partner and trusted strategist of the business. This 
view is consistent with that of previous years. When compared to similar roles in the 
United States of America, the survey shows that the shift towards becoming 
business advisors is moving in the right direction in the United States of America. 
(Deloitte US, 2011).  
This shows a need for South African executives to understand what is causing the 
slow pace of transformation, and what measures and strategies should be made to 
effect the necessary change.   
The current perception within South African business is that finance is not equipped 
to handle some of the situations faced by business. This has been evidenced by a 
statement made by the Association of Chartered Certified Accountants (ACCA) CEO 
at a lunch hosted in 2010, where Helen Brand stated that: "They can no longer have 
just one skill set in their careers. They have to be adaptable and ready to deal with 
situations that are not necessarily what they originally signed up for, when they 
became finance professionals" (ACCA, 2010). 
This slow-moving change is perceived to be largely influenced by the skills shortage 
of finance professionals in South African business (Deloitte SA, 2011).  
The traditional role played by finance in business needs to evolve over the next few 
years; and the finance professionals need to realise and embrace this change. 
Failure to do this will result in finance not providing the required support that is 
required by the organisation – and not moving with the business times and needs 
(KPMG, 1998). The transformation is critical, as companies are no longer looking for 
bean counters, but for people who are able to assist the business in achieving its 
goals and objectives (FMAC, 2001).  
Another issue that might arise, as a result of the lack of transformation, is the 
continuation of the current trend of finance professionals ‘job hopping’ in search of 
professional development and talent management (Nzukuma and Bussin, 2011, p.5). 
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The rewards of business partnership can be enjoyed by both the business and the 
finance professionals. The business would benefit from an accountability perspective 
– when it comes to performance and improved business information for decision-
making purposes. Finance benefits by playing a more prominent role in the business, 
and by providing “the glue that holds together performance management and [an] 
improved agenda” (Mohan and Mackey, 2010, pp.44). 
1.3 THE CONCEPTUAL FRAMEWORK 
The objective related to identifying the current status of change in the finance 
function provided to business is qualitative in nature. The conceptual framework is 
illustrated in Figure 1.1 below, indicating the dependent variable of organisational 
change impacted by the following factors: 
• Nature of the finance function 
• Skills 
• Transformation of finance function 
• Perceived business attitude towards finance 
Figure 1: Conceptual Framework 
 
(Source: Own) 
Organisational 
Change 
Skills 
Transfomation 
of finance 
function 
Perceived 
business 
attitude 
Nature of 
finance 
function 
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1.4 THE RESEARCH OBJECTIVES 
1.4.1 Primary objectives 
The primary research objective for the study to be performed was to determine the 
extent to which the finance function has evolved from being transactional into being 
more value-adding and business-partnering. 
1.4.2 Secondary objectives 
• Determine whether there is any difference in the level of business 
partnering provided by finance in multinational companies, and companies 
that are purely South African. 
• Determine whether the size of the organisation has an impact on the level 
of value-adding functions provided by finance. 
• Determine whether there is any relationship between the experience and 
professional qualification of the finance personnel and the level of value-
creation to the organisation. 
1.4.3 The research questions 
For the purposes of this research, and given the research objectives highlighted 
above, the following research questions were formulated: 
• Question 1 - Are finance professionals moving towards becoming business 
partners, and away from merely performing transactional back-office work? 
• Question 2 - What are the main reasons for the lack of transformation of the 
finance function? 
• Question 3 - Is the size of the organisation a factor in the state of the 
transformation? 
• Question 4 - Does the fact that a company is a multinational, or a South 
African organisation, have any impact on the progress of the transition? 
1.4.4 Hypotheses 
The study investigated the following hypotheses: 
H1: There has been a change in the role of the finance professional in South African 
organisations. 
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H2: There is a significant relationship between skills, experience and professional 
qualifications and the level of value-creation in an organisation.  
H3: The size of an organisation does play a factor in the state of the transformation. 
H4: The type of company, multinational or local, does have an impact on the 
transition to business partners within the finance department. 
 
1.5 THE RESEARCH DESIGN 
A literature review was completed, in order to determine the activities and the role 
that is played by finance in business support.  
 Furthermore, the literature was reviewed to identify any barriers to change, and how 
these are affecting the current transformation. 
There are two main research paradigms that are generally used for the collection of 
data: quantitative and qualitative. This study’s emphasis is on the current role that 
finance plays in the organisation; and a quantitative empirical research approach 
was followed, based on the research problem and the research objectives as 
opposed to a qualitative approach. Qualitative research seeks to propose theories, 
based on a study of a small population sample. The qualitative approach involves 
the collection of data, and the analysis of the outcome, using interpretive methods; 
unlike the quantitative approach, which makes more use of statistical methods to 
analyse the data.  
The quantitative research was conducted by using a questionnaire as the measuring 
instrument.  
The research was conducted, based on a population selection of finance 
professionals across the different industries operational in South Africa in the public 
and private sector, and which are supporting the business area in their 
organisations. Convenience sampling was the chosen sampling method; as it was 
less costly and more readily available than the other methods. Because this was a 
quantitative assignment, the sample needed to be large; and for this reason, the 
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sample was made up of finance professionals throughout South Africa and 
throughout different types of organisations.  
The questionnaire relating to the study was delivered by email to the sample 
identified. This method was chosen to ensure that the questionnaire would reach the 
desired respondents – and in an efficient manner. The email contained an 
introduction of the study and the reasons for the questionnaire. The email also 
included a link to the questionnaire hosted in Survey-monkey, a web-based 
questionnaire service that assists in protecting the privacy of the respondent; as the 
answers are provided on the site; and this information is then collated. 
The findings from the primary research were submitted to a statistician identified by 
the researcher for statistical consultation. For the purposes of this research study, 
the data analysis was conducted by making use of the Statistica software program. 
Descriptive statistics, being statistics used to summarise the data, were used to 
determine whether there were any patterns within the accumulated data. It was 
foreseen that the statistical analysis would be used to calculate the frequency 
distributions, to measure central tendency, and to measure the dispersion within the 
sample. 
For the research study, the population for the questionnaire was finance 
professionals in South Africa, who are directly supporting the business, as part of 
their role. For the purposes of this study, the sample for the customer survey was 
extracted from the researcher’s network of finance professionals. The size of the 
sample which was selected was 250; and this was constructed on the basis of those 
individuals who would benefit from the results of this study, and who might be 
directly affected by the outcome of the study. 
1.6 CHAPTER OUTLINE 
CHAPTER 1:  NATURE AND SCOPE OF THE STUDY 
The introductory chapter highlights the current state of the Finance Department and 
the factors that are involved in transforming their function into that of a business 
partner – and away from the traditional role. The research problem to be investigated 
is stated, as well as the primary and secondary research objectives.   
 9 
 
CHAPTER 2:  LITERATURE REVIEW 
Chapter Two focuses on the literature review relevant to business partnership, and 
the different roles that are being fulfilled by finance professionals, as well as any 
barriers to change that have been identified, based on the research conducted.   
CHAPTER 3:  RESEARCH METHODOLOGY 
Chapter Three provides reasoning for the use of the chosen research methodology 
for the study.  Quantitative research, with the use of a research instrument, is used 
to look at the current activities performed by finance professionals; what they believe 
their role should be based on and what they perceive the barriers to change are – in 
order to move to a more value-adding role within the organisation. The chapter 
outlines the data-gathering instrument (questionnaire) and the data analyses 
undertaken, as well as other issues relating to the research methodology used. 
CHAPTER 4:  RESEARCH FINDINGS 
Chapter Four looks at the results of the results of the study. An analysis of the 
results has been done, in order to confirm the factors that were identified in the 
survey.  
CHAPTER 5:  CONCLUSION AND RECOMMENDATIONS 
Chapter Five combines the literature review and analysis done in the previous 
chapters. These results were compared with the sub-problems being investigated, 
the objectives of the investigation, and the hypotheses being tested, in order to 
determine the validity thereof. The chapter also suggests some recommendations for 
further studies that could be done on the topic. 
1.7 SUMMARY 
This chapter has given a brief overview of the focus of the study and the 
methodology to be followed. The following chapter will introduce the role of the 
finance function, and the different functions that it performs, as well as look at any 
areas that may be causing a delay in the transformation process.  
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CHAPTER TWO 
2 THE LITERATURE REVIEW 
2.1 THE FINANCE PROFESSION IN SOUTH AFRICA 
There are two main professional bodies that are currently active in the South African 
financial arena: The South African Institute of Chartered Accountants (‘SAICA’) and 
the Chartered Institute of Management Accountants (‘CIMA’).  
SAICA is a non-profit association that provides various services to its members and 
accounting trainee students, of whom an estimated 6 000 are located outside South 
Africa (SAICA, 2010). The accountancy profession has played a major role in the 
development of the current economy of South Africa; and many of the business 
leaders in the community are Chartered Accountants (‘CA’) (SAICA, 2010).  
SAICA (2011) states that 32% of the Chief Executives of the Johannesburg Stock 
Exchange (‘JSE’) listed companies are CAs; and 75% of these companies’ finance 
executives are also CAs. This confirms the value that is added by the profession in 
the business community, and in the current market. The profession began as a 
provincial union, which has grown in leaps and bounds into the current membership 
it has now (SAICA, 2010).  
One of the major strategies of SAICA at the moment is the transformation of the 
profession – from a white male image into one that is representative of the current 
South African population (SAICA, 2010). This is done through multiple ventures that 
are currently being explored by the profession, in order to better support the students 
currently studying for a qualification, and those that are in their training programmes. 
Based on the table below, accessed from SAICA (2014), it is clear that the 
profession is still mainly dominated by white South Africans.   
Currently, the demographics reflect a higher percentage of males (67%) than 
females in the ranks of the qualified Chartered Accountants in South Africa.  
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Table 1: Current Chartered Accountant demographics 
  Black 
African 
Coloured Indian White Unknown Total 
Female 1588 585 1670 8648 74 12565 
Male 1684 587 2292 20566 120 25249 
Total 3272 1172 3962 29214 194 37814 
Percentage - 
Female 
13% 4% 13% 69% 1% 100% 
Percentage - 
Male 
7% 2% 9% 81% 1% 100% 
Percentage - 
Total 
9% 3% 10% 77% 1% 100% 
(Source: SAICA, 2014) 
The CIMA is an international body of management accountants which operates 
internationally, with more than 218 000 members operating in 177 different countries 
(CIMA, 2014). The main focus of the CIMA qualification is to provide people with the 
necessary skills and technical knowledge to be able to support their businesses; and 
it teaches skills, such as strategic advice, managing risk in organisations, and 
making key financial decisions in the organisations where they operate (CIMA, 
2014).  
Limited information is available on the history and the demographics of the CIMA; as 
it is an international organisation – with only a branch in South Africa.  
 
2.2 FINANCE FUNCTION 
The financial manager or financial controller is described as the person who provides 
financial support and services to the business, in order for the business to be able to 
meet its business objectives (Graham et al., 2012). In a finance department, there 
are two main roles into which the finance team is split: Financial accountants and 
management accountants. Management accountants combine the accounting, 
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financial and management roles – with their main focus being on advising in projects 
and the related implications; explaining the financial consequences of decisions 
taken in the organisation; assisting in formulating business strategies; monitoring the 
spending and assisting in the financial control of the organisation (CIMA, 2014). In 
contrast, the role of the financial accountant is to compile the financial accounts of 
the organisation, and to assist in maintaining the financial integrity of the statutory 
records of the organisation.   
Financial accounting is concerned with providing information to stakeholders, 
creditors and other parties that are external to the organisation (Deffen, 2014). The 
main difference between financial and management accounting is depicted in Table 
2 below: 
 Management accounting provides information for internal use; whereas 
financial accounting focuses on the external use by the key stakeholders. 
 Financial accounting is historical; and it seeks to explain the past; whereas 
management accounting looks to the future, and focuses on forecasting 
different potential scenarios. 
 Financial accounting is governed by International Accounting standards; 
whereas management accounting is directed by the needs of the decision-
makers in the organisation.  
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Table 2: Comparison of financial and management accounting 
 Financial Accounting Management Accounting 
External and Internal Information from a financial 
accounting system is used by 
external parties. 
Information from a 
management accounting 
system is used internally within 
the organisation.  
Focus History and the past Future and the present 
Format of reporting Formal reporting that is in a 
specific format to allow for 
easy comparison with other 
organisations. 
No set formatting as this is 
determined by management 
requirements. 
Planning and control Financial accounting assists in 
making investment decisions 
and also ratings by rating 
agencies and banks. 
Management accounting 
assists management in 
decision-making processes. 
Users External users, such as 
shareholders, bank and 
creditors. 
 
Exclusively used by internal 
users viz. managers and 
employees. 
Reporting frequency and 
duration 
Annually, semi-annually, 
quarterly, in line with standard 
requirements. 
Daily, weekly, monthly, in line 
with management needs. 
Objectives To disclose the end results of 
the business and to report on 
the condition and financial 
health of a business at a 
certain date. 
To assist management by 
providing information that 
would aid in the decision-
making process, and also 
assisting in the evaluation and 
planning of other activities. 
Legal/Rules Drafted according to IFRS. Drafted according to 
management requirements. 
(Source: Deffen, 2014) 
Both financial and management accounting form part of the financial management 
team, which is in place in any organisation. Financial management looks at the 
effective management of all areas of the finance function (Cronje, Du Toit and 
Motlatla, 2001, p.280 as cited in Bekker, 2004).  Finance supports business in 
devising strategies and plans of the business, which are primarily geared to the 
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maximisation of profits. This is achieved through the performance of the following 
financial activities: 
• Financial analysis, reporting and effective control, which is the area into which 
the financial professional falls; 
• The management of the financing and capital issues; and 
• The management of the asset structure.  
 
Figure 2: The relationship between financial management, other functional 
management areas, related disciplines and the environment 
 
(Source: Bekker, 2004 p.20) 
There are four main roles, which are performed by individuals in finance (EY, 2008). 
These roles are: 
 Commenting on the numbers; 
 Business partnering, focusing on value-adding; 
 Scorekeeping, or bean counting, which looks at the bookkeeping; and 
Tasks 
 - Financial Analysis, reporting, 
planning 
 -  Management of the 
financing structure 
 - Management of asset 
structure 
 - Administration of financial 
matters 
Financial Management 
Subject Disciplines 
 - Accounting 
 - Cost accounting 
 - Economincs 
 - Statistics 
 - Communication 
Other financial 
management areas 
 - General management 
 - Purchasing 
 - Marketing 
 - Public relations 
 - Human resources 
 - Operations 
Business Objectives 
Environmental factors 
 - Form of business 
 - Financial institutions and 
markets 
 - Legislation 
 - Taxation 
INFLUENCE 
MUTUAL 
SUPPORT 
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 Custodianship or governance, which focuses on governance. 
EY (2008) and Graham et al. (2012, p.81) list the main tasks performed by each 
sector within the finance department including, but not limited to, those listed below. 
Figure 3 below, also illustrates how EY conceptualises these roles.  
 Commentator, also referred to as the supporting controller. 
The main focus of this function is on the explanation of the monthly, quarterly 
and annual numbers to the business. They also look at the analyses of 
variances between actual and pre-determined numbers, like forecasts and 
budgets; and they assist in the compilation of the monthly and quarterly 
management packs that are distributed to the business decision-makers (EY, 
2008) and Graham et al. (2012, p.81). 
 Business partners, also referred to as business controllers. 
The main focus of the business partner function is to add value to the 
business and the operations. They are seen as part of the management team, 
and are consulted by the business on all finance-related matters. In this role 
finance functions as the business advisor to the business, and assists in 
developing viable and long-term strategies. They offer support to the business 
by providing the appropriate information for decisions (EY, 2008) and Graham 
et al. (2012, p.81).  
Value-creating activities include, but are not limited to: aligning of key finance 
functions with the business, providing information efficiently, and in a less 
costly manner, being viewed by the organisation as an equal partner with 
business, providing information that is necessary and that assists in the 
decision-making processes of the business, reaching and sustaining an 
adequate balance between governance and compliance in an organisation, 
and ensuring effective control over the organisation’s assets, reducing non-
value-adding activities, and identifying activities that can be viewed by the 
business as best-practice, and implementing these across the organisation 
(Sharma and Jones, 2010, p.5). 
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The main difference in being a business partner is that instead of telling 
management what they are doing incorrectly, business partners would assist 
managers in looking at other options, and highlighting what they have not 
considered in arriving at their decisions. This means that the finance 
personnel fulfil more of a consultancy role in the organisation in assisting it to 
reach decisions (Siegel, 200, p.90). 
 The scorekeeper, also referred to as the counting controller. 
The focus of this function is on the book-keeping activities. The main role is 
the processing of required transactions for the day-to-day functioning of the 
business. They focus on the reconciliation of balance, and produce a trial 
balance for the business on a monthly basis. This is then used for the monthly 
reporting. The function also assists with monthly, quarterly and year-end close 
accounts (EY, 2008) and Graham et al. (2012, p.81). 
 The custodian, also referred as the patrolling controller. 
Custodianship is mainly about the governance of the company and financial 
matters. Custodians ensure that compliance and effective controls are 
adhered to in the company, and in all the business areas. This function is the 
main custodian of the company assets; and it is the point of interaction with 
the external stakeholders. 
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o Interacting with external stakeholders 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
(Source: EY, 2008, p.7) 
In line with the functional areas mentioned above in 2008, SAICA developed a model 
for the key-focus areas of Chief Financial Officer (CFO) in the current South African 
environment, as the head of finance (Voogt, 2010, p13). Table 3 below lists some of 
the responsibilities, as stated in Voogt (2010) in line with the focus areas that were 
identified in the model: 
 Planner and strategist – financial leadership through financial planning and 
aligning with business strategies. 
 Compliance and transaction officer – transactional, financial reporting and 
monitoring of compliance. 
 Growth and innovation catalyst – development of ways to continuously create 
value to the shareholder. 
Scorekeeper 
 Focused in bookkeeping 
 Process transactions 
 Reconcile balances 
 Produces trial balance 
Custodian 
 Focus on governance 
 Works with business to ensure 
compliance 
 Custodian of assets and value 
protection 
 Conscience of the business 
Commentator 
 Focus on explaining numbers 
 Tell the business story in numbers 
 Variance analysis 
 Management reports 
Business Partner 
 Focus is value creation 
 Act as business advisor and 
integrator 
 Provides insight and robust challenge 
to support decision-making 
BUSINESS SKILLS 
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ACCOUNTING SKILLS 
Figure 3: Finance controller activities 
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 Corporate governance, citizenship and people manager – assisting in building 
corporate governance structures and the development of relationships within 
and outside the organisation. 
Table 3: SAICA CFO model and responsibilities 
Planner and 
strategist 
Compliance and 
transaction officer 
Growth and 
innovation 
catalyst 
Corporate 
governance, 
citizenship and 
people manager 
Strategic planning, 
advice and 
management 
 
IT maintenance 
management 
Transformation Shareholder liaison 
Strategic use of 
information for 
competitive edge 
Internal controls 
and assurance 
New business 
ventures 
Attracting and 
retaining 
adequately skilled 
resources 
 
Cost variance 
analysis 
Transactional 
processing and 
financial reporting 
Thought leadership Liaison with board 
of directors 
committees (audit, 
risk) 
 
Budgeting, pricing 
and costing 
Management 
information and 
forecasting 
Creation of 
shareholder wealth 
Lifelong learning, 
continuous 
professional 
development 
 
(Source: Voogt, 2010, p14) 
This function is dependent on the direction of the reporting matrix, in which the 
individual report must be in line with the following: 
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 Within the business line organisation – the financial function is the business 
member and financial adviser. 
 In the accounting organisation – the financial function is the custodian, 
ensuring adherence to laws and regulations (Granlund and Lukka, 1997, 
p.239).  
The financial function, therefore, has two major responsibilities: assisting the 
management team in business decisions, as well as the responsibility for internal 
controls and financial reporting (Graham et al., 2012, p.73). Graham et al. (2012, 
p.73) further comment that the finance function has two roles in the business: 
support in financial decisions and control. The support focuses on the management 
of decision-making; and the control focuses on timely and reliable financial-
accounting information.  
Business partnerships are not relationships that can be built in a day or a week. 
Rather, they are part of an ongoing process that is developed through interaction 
between operations and finance (Boedeker and Hughes, 2005, p.27). Boedeker and 
Hughes mention that there are certain steps that need to be taken by finance, in 
order to create and maintain an effective business partnership relationship: 
 Understand the key business drivers – this would allow finance to be able to 
provide solutions that are based on an understanding of the operations and 
awareness of the business. They would be able to provide solutions that 
would be welcomed by the operations team. This means getting involved in 
operations and understanding what drives the business. For example, when 
involved with the Engineering Department, the finance partner needs to 
understand the engineering-design process, and what goes into getting the 
designs out. The best way to do this, is to meet with the people in the 
operating team that the finance individual is supporting, and to understand 
what their limits are in their daily jobs. This would allow the finance individual 
to identify ways to add value to the process (Boedeker and Hughes, 2005, 
p.29).  
 Develop the necessary skills required, communication skills – finance must be 
able to effectively communicate the value-addition of the solution that they 
have developed; and how this could be provided to the operations team. 
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 Be proactive – actively look for ways to assist – and not merely wait for things 
to go wrong, in order to provide the solution, and be on the look-out for 
opportunities where they could be of value to the business. 
 Build trust with the business – the finance partner needs to build trust by 
delivering valuable information on time to the business, and delivering the 
information in a workable format, which not just provides reports, but that 
provides value-adding information that could be of use to the business 
(Boedeker and Hughes, 2005, p.29). 
Finance needs to make the time to find out from operations what it is they need, and 
what information is of importance to their business (Boedeker and Hughes, 2005, 
p.29). Mastering the partnership relationship means that operations would increase 
the interaction they have with finance; and therefore finance would make the 
following transition: from being irrelevant to the business, where they are used only 
when necessary, to being listened to. From being listened to – to a point where 
business comes for information but they are not involved in decision-making, to 
being included – where operations invites them to be part of the decision-making 
process.  
Then they go from being included – to being empowered, where they use knowledge 
of the business and financial knowledge to drive change. Finally, ending with being 
full partners, where they work as part of the operations team, and direct the business 
in achieving its business operations, as depicted in Figure 4 below (Boedeker and 
Hughes, 2005, p.30).  
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Figure 4: The progressive stages of partnering 
(Source: Boedeker and Hughes, 2005, p.30) 
 
2.3 ORGANISATIONAL CULTURE 
Organisational culture is defined as the behaviour that the organisation develops, in 
order to cope with any issues of external adaptation and internal integration that 
have worked well, and are perceived by all, as the right way to do things in the 
organisation (David, 2003, as cited in Springfield p.16, 2012).   
Busco and Scapens (2011, p.323) define organisational culture as an established 
occurrence, which binds time and space through the ongoing processes of social 
interaction. They further mention that an organisational culture is a pattern of 
assumptions, and a social way of behaving developed by an organisation; and this 
culture represents the personality of the organisation; since it is the way that any 
newcomers in an organisation are taught to act and behave. Järvenpää (2007, 
p.108) defines culture as the social glue that keeps a company or a department 
together, and seeks to enhance the social order of the organisation, and create a 
collective framework.  
Organisations which have strong, formally documented and communicated values 
focused on the needs of the employees have a big advantage over those 
organisations that have not formalised their values, which are driven by the culture 
(Fairbairn, 2005, p.80). Factors that influence the organisational culture are: the 
business environment, leadership, management styles, and the formal and informal 
Irrelevant 
Listened to 
•Trust/Respected 
Included 
•Value Add 
Empowered 
•Leadership 
Full 
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communication methods. These issues need to be considered in an analysis of any 
organisational behaviour (Daniela, Dorel, and Valentina, 2013, p. 1282).  
The organisational culture influences the expectations of all the resources working 
within the organisation; and it affects how people interact within and outside the 
organisation (Daniela et al., 2013, p. 1282).  
An organisation’s culture is formed over time, based on the behaviours, which have 
been adopted by the organisation. These behaviours are based on values; and they 
are embraced by the employees, provided that they meet their expectations in the 
organisation, and are based on the established codes of conduct. Company 
objectives and job descriptions in an organisation are then based on this culture that 
has been developed (Daniela et al., 2013, p. 1282).  
A part of the culture of the organisation is also linked to the ethical values that form 
part of the behaviours that are adopted by management, and drive the attitudes that 
are expected by individuals in the organisation – of themselves and of management. 
In a high-performing environment, high ethical values are a very important factor in 
obtaining and maintaining a well-performing organisation (Daniel et al., 2013, p. 
1283). Professional accountants are part of the desired culture in an organisation; as 
they are instrumental in developing and implementing strategies, policies and 
governance structures, which all form part of the organisation culture (Daniela et al., 
2013, p. 1280).  
They also play a role in establishing the ethical code of the organisation as a result 
of the values that are instilled and adhered to through the different professional 
bodies, such as SAICA.  
These accountants should begin to play more vital roles in organisations. As value-
creators they should have a role to play in the development of company strategies, 
plans and structures, which provide the framework for sustainable value-creation. As 
the mediators of value, professional accountants have a role in guiding the decision- 
making process of the organisation, and in implementing appropriate strategies. As 
preservers of value, they would then provide the necessary protection of the 
strategies that have been developed for sustainable value-creation.  
 23 
 
As rapporteurs of value, they would be able to provide transparent information to 
stakeholders and all interested parties; and they should be seen as the biggest 
contributors to the value that is added in an organisation (Daniela et al., 2013, p. 
1284).  
When defining the culture of any organisation, the culture can be divided into: 
corporate, departmental, functional and group culture; and these form the 
subcultures in an organisation (Järvenpää, 2007, p.107). Järvenpää also states that 
each department could have its own culture, which is driven by its own beliefs and 
operating methods and professional conduct.  
There is a continuous alignment of business processes with the strategies within the 
organisation; and through this process of adapting to the changing environment, 
organisational resources, as well as the processes, have to be re-organised, in order 
to achieve the strategic goals (Busco and Scapens, 2011, p.322).  There is also an 
increased need for the organisation leaders to communicate these changes 
throughout the organisation.  
They would, therefore, need to make use of initiatives for organisational 
transformation, which comprise and extend the traditional financial measurement 
systems – and, as such, raise questions about the broadened role of management 
accounting and the processes of learning that could change organisational culture 
(Busco and Scapens, 2011, p.322).  Järvenpää (2007, pp.104) states that in order 
for the finance function to move towards being business partners, they would also 
need to be focused on achieving the organisational goals and strategies, and to 
move with the changes in the organisation. 
An important element within the organisational culture that supports the change and 
transformation of functions is management’s attitude towards innovation, which is a 
reflection of the importance that management places on an organisation-wide pursuit 
of innovative activities by its employees (Yew Ming and Hian Chye, 2007, p.194). 
These authors suggest that the higher the value placed on innovation within an 
organisation, the more innovative the activities into which the organisation would 
look.  
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In South Africa, there is a strong culture that the integrity of the numbers is of 
importance, and that there needs to be a clear sense of direction from the top 
management in highlighting the importance of integrity in the organisation (CIMA, 
2012). Organisations will not change their culture unless individual employees 
change their behaviour. Sometimes, this may prove to be very hard to do. 
 
2.4 TECHNOLOGY AND SHARED SERVICES 
The introduction of shared-service centres has meant that finance personnel are 
freed from the some of the activities, such as invoicing, allocation of bank payments 
and the management of creditors; thus, they are able to focus more on becoming 
business partners; and this has freed up a lot of time for them to effectively do this 
(Seal and Herbert, 2013, p.198). The misalignment of accounting systems to 
business needs can have an adverse impact on the shift in the role of finance; as 
most time would still be spent on getting the data into a workable condition (Burns 
and Baldvinsdottir, 2005, p.743).  
In the last 20 years, there has also been a shift by business from cost-saving to 
value-adding, as being more important in organisations; and this has meant that 
more organisations are willing to spend additional funds on activities that are adding 
value to the decision-makers. This makes the outsourcing function a viable 
alternative to minimising the routine transactions within an organisation (Hoe, 2009, 
p.67). The outsourcing of non-value-adding activities provides the organisation with 
the ability to focus on core competencies, and to leverage off the knowledge of the 
external service providers. This is a powerful tool that can be used; since no 
organisation is good at doing everything (Hoe, 2009, p.67).  
In order to make the most of the outsourcing function, organisations need to assess 
the impact that such an action can have on the operations. This is done by 
identifying the core and non-core competencies in the organisation (Hoe, 2009, 
p.69). Hoe further mentions that in order for outsourcing to be effective, the 
organisation needs to identify which activities would provide the organisation with a 
competitive advantage and add value in achieving the organisation’s business 
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strategy. This is not just about taking out the problematic activities, and keeping only 
the ones that they feel they can easily manage (Hoe, 2009, p.69).  
Järvenpää (2007, pp.100) states that the introduction of more effective technology 
systems affects the transformation of the financial manager; since the effectiveness 
of these systems would mean that less time would be spent on processes, and more 
on the interpretation of the information. The effectiveness of these systems has led 
to a decrease in the routine work, and allowed more time for analysis and further 
investigation. It has also led to access to information faster than before (Järvenpää, 
2007, pp.125); and although these systems do not impact on the culture of the 
organisation, they are instrumental in ensuring that finance can provide the 
necessary business support.  
Improved technology and improvement in business processes has meant that less 
time is spent on routine transactional work; and this allows more time for the 
interpretation and analysis – and for the adding of more value to the organisation. 
New technologies, such as networking and e-commerce, when used effectively, can 
lead to a leaner and more effective finance structure (Hoe, 2009, p.69). 
The use of integrated information systems with data warehouses, leads to the 
standardisation of accounting information; and it therefore, allows for finance to be 
more involved in value-adding than in creating reports; and this leads to finance 
being more involved in organisational decision-making (Granlund and Lukka, 1997, 
p.232). Routine accounting tasks are time-consuming; and these can be done by 
systems – in order to reduce the time needed for doing day-to-day routine activities, 
such as raising invoicing, producing statements, and the allocation of funds; and the 
focus can, consequently, shift to adding value (Granlund and Lukka, 1997, p.233).  
In order for these systems to be effective, they need have an interface with non-
financial systems; and there needs to be more system standardisation, in order for 
their effective use with the business function. The development of best-practice 
reporting would also assist with the aligning of reporting (Burns and Baldvinsdottir, 
2005, p.743). Organisations should make better use of their current operational 
systems, in order to assist in the achievement of their management reporting – so 
that minimal use is made of off-line spreadsheets, which duplicates efforts, and may 
also lead to errors in reporting – by using the capabilities to develop standards and 
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to align these with the reporting that is already available on these systems for 
operational requirements (Hoe, 2009, p.69). 
The effective use of technologies in the routine month-end process is another area 
where technology can play a part in effectively utilising the resources in finance; so 
that they are able to balance ‘number-crunching’ and provide support to the business 
at month’s end (Hoe, 2009, p.69).  This can be made more effective by interfacing it 
with sub-systems; and as they become fully integrated, this would eliminate the use 
of human intervention completely, and lead to shorter lead times for the closing of 
the month, and permit more time to be spent analysing and providing value to 
operations on the numbers that are being reported (Hoe, 2009, p.69).   
 
2.5 CENTRALISATION AND DECENTRALISATION 
Järvenpää (2007, pp.101) mentions that the decentralisation of the finance function 
needs to be more business-focused; and it should become part of the business. This 
is an instrumental part in ensuring the effectiveness of the transition, and for finance 
becoming more of a business partner. Increased participation by the finance 
department would also aid in the transformation and in the move to business 
partnering (Järvenpää, 2007, pp.105). Granlund and Lukka (1997, p.231) state that a 
decentralised function seems to go well with the new role that the finance function is 
moving towards. The centralised model was effective when the needs of the finance 
function were only for financial accounting, budgeting and reporting; but with the 
increasing need of the function being closer to the business, and the business 
needs, this model is no longer as effective for current business needs (Granlund and 
Lukka, 1997, p.231).  
The physical location of the finance support is also vital; as finance that is located in 
the same place or area as the business, means that the finance team has easier 
access to the business that they are supporting, and vice versa (Burns and 
Baldvinsdottir, 2005, p.745). Burns and Baldvinsdottir (2005, p.746) further maintain 
that the location of the finance support facilitates integration, and creates awareness 
of the business support available to the business from the finance function and that 
business managers are in support of the close proximity of the finance function to the 
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operations, as this increases the strength of the relationship between the business 
partners.  
The location change and the decentralisation of finance also has some 
disadvantages, which could produce possible threats to the objectivity and 
independence of the finance function (CIMA, 2012, p.3).  This threat to the objectivity 
has also, on some occasions been identified as a barrier to the transformation by 
finance and business alike; as this situation is viewed as finance becoming part of 
the business and losing track of the fact that they need to able to assist the business 
– without causing any harm to the organisation (CIMA, 2012, p.3). These conflicts 
arise when there is a conflict between trying to assist the business to make the right 
decision, and this decision is against the targets set from a financial perspective 
(CIMA, 2012, p.3). An example is the interpretation of an accounting standard that 
business may feel does not adequately reflect the business reason, but has to be 
followed from a financial reporting perspective. Business may feel that in terms of the 
way they conduct business, their requirements are not reflected in the application of 
the standard. As finance is also a custodian of the financial integrity of the 
information they provide, they need to comply with the reporting standards (CIMA, 
2012, p.3).   
The correct positioning of the finance partner as the ‘co-pilot’ to the business, and 
the distinct separation between the business partners and the reporting accountants 
does assist in reducing the conflict; and, furthermore, it promotes the independence 
of the finance function; and this is further articulated by the leadership of the 
organisation – by demonstrating their support for the finance policies and procedures 
(CIMA, 2012, p.3). 
Hoe (2009, p.71) mentions that in the future, there should not be any need for a 
finance department; and finance personnel should be placed in the business-
assisting operations and in the frontline of the business. As such, they should be 
viewed as being the ‘right-hand man’ to the operations team; and they should not be 
sitting in a separate department. 
In addition to the above, Voogt (2010, p10) mentions that there are arguments for 
and against the separation of accounting, focusing on compliance, and finance, 
which focuses more on the business operations within the finance department. She 
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further mentions that keeping these divisions together could assist in less duplication 
of work, and would imply moving towards functioning as a unit. The argument for the 
separation of these functions is that each functional area would be able to develop 
their specific skills and focus. In line with the points above, Voogt (2010, p10) states 
that the separation would lead to better reporting in the business units by the finance 
area of the financial department. 
Table 4: Accounting and finance separation 
Argument in support of separate 
accounting and finance function 
Argument in support of combined 
accounting and finance function 
Separation assists in the development 
of specialised skills required for 
functions. 
Separation may lead to loss of bigger 
picture by the functions. 
Each function will focus on core 
requirement, compliance and 
supporting business areas. 
 
Less duplication of work 
Improves the alignment of the 
reporting of the business units. 
Easier to develop leaders exposed to 
diverse finance areas. 
Possible cost saving in aligning staff to 
specific areas. 
 
More consistent data analysis on the 
results. 
(Source: Voogt, 2010, p10) 
2.6 SKILLS 
Financial directors and their team need to be at the heart of strategy development; 
and they need to develop relationships with their colleagues, in order to ensure that 
the bottom line is achieved. The technical aspects are still vital; but what are 
becoming more relevant and important are the soft skills that need to be developed, 
in order to ensure that the role is properly fulfilled (Madden, 2007, p.21).  People are 
expected to work across different sectors of an organisation; and these soft skills 
become vital, and no longer merely a secondary skill that can be by-passed. Madden 
lists these soft skills as effective communication, presentation skills, change 
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management, team-building and listening – to mention just a few (Madden, 2007, 
p.21).  
Tam (2013, p.24) mentions that there are numerous types of skills that are referred 
to in the working environment. These include: core, generic, personal, and soft skills. 
The opinion amongst employers is that generic skills are more important than 
technical skills. Technical skills, or hard skills, are those skills that are directly related 
to the nature of the work being conducted (Tam, 2013, p.24).   
Soft skills include, amongst others:  
 Business and strategy skills – which look at finance’s overall understanding of 
the business and its strategies. 
 Leadership skills – implying a vision for finance, which links in with the 
strategy of the company and that of the team.  
 Accounting and finance skills – with the focus being on value-based 
management.  
 Facilitation, communication, negotiation and change-management skills – 
focusing on the relationship with the external stakeholders. 
 Knowledge management; environmental skills; international, social and 
cultural skills; and information-technology skills (Sharma and Jones, 2010, p.2 
& 4).  
Decision-makers have indicated that in order for finance to be effective, business 
partners need to also possess a number of skills – with the most important being 
communication (Järvenpää, 2007, pp.124).  There, therefore, needs to be adequate 
training provided to the employees, in order for them to be able to perform their jobs 
and functions effectively (Järvenpää, 2007, pp.128). There is an increased need for 
the finance function to not just be good with numbers, but also for their roles to widen 
– thus requiring a broader set of skills and responsibilities than they had in the past 
(EY, 2008, p.8). With the ongoing developments in IT, which have had a major 
impact on how business operates, without the relevant technology and skills, 
accountants would not have the proper competencies to be able to properly serve 
the organisations and teams with which they work (Tam, 2013, p.23).  
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Granlund and Lukka (1997, p.240) also state that in order to become effective 
business advisors, the finance function needs to have fluent communication skills 
and business acumen, as well as the ability to effectively influence management in 
decision-making activities. CIMA (2012, p.4) also confirms the fact that a much 
broader skillset is required for the provision of business partnering: such as the 
ability to influence, communication  and motivation skills, as well as developing 
interpretational and evaluation skills, in order to be a true and effective business 
partner.  
They need to be able to effectively challenge the business, and see if the ideas are 
viable; and they also need to be able to evaluate the financial sense of the 
transaction (CIMA, 2012, p.6). Good communication skills create trust and respect in 
a working relationship; and they ensure the correct level of knowledge-sharing; and 
this aids the ability of finance to be value-adders; as all the information required is 
shared by them with the business (Madden, 2007, p.21). Madden (2007, p.21) 
mentions that the change in the requirement of the finance role has led to the 
training programmes of the qualification process of an accountant, mainly ACA, 
which is not a South African qualification, to be changed and to evolve. They now 
need to incorporate the development of the communication and interpersonal skills; 
and these have now formed part of their training programmes, thereby meaning that 
the focus now on is on soft skills, as well as on the technical skills required.   
2.7 SUMMARY 
The chapter has considered the current role that is increasingly being played by the 
finance function. It has looked at the different factors that could be affecting the slow 
transformation of the finance function from a ‘bean-counter’ function to that of a 
business partner.  
Chapter Three will focus on the research methodology followed in the collection and 
accumulation of the primary data. The chapter will look at the paradigm within which 
the research was based, and the processes followed in conducting the research.  
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CHAPTER THREE 
3 THE RESEARCH METHODOLOGY 
3.1 INTRODUCTION 
The research associated with addressing the primary objective of this research, 
which relates to the evolution of the finance function within the organisations, is 
quantitative in nature. Due to the nature of this objective, an interpretivist paradigm 
was followed in the study (Collis and Hussey, 2009, p.56).  This study was 
conducted using questionnaires as the research instrument. 
3.2 THE RESEARCH PROCESS 
The process outlined below was followed during the course of this research project: 
• A literature review was performed, based in the variable identified. 
• The questionnaire was constructed, based on the information that was 
obtained from the literature review. 
• A pilot study was undertaken to assist in the assessment of the validity and 
the reliability of the questionnaire. 
• When required, improvements were made to the questionnaire, based on the 
assessment by the Subject Matter Expert and the statistician from Nelson 
Mandela Metropolitan University. 
• Collecting the data by using a questionnaire. 
• Capturing the data in an Excel computer software program. 
• Data analysis through the use of statistical techniques (Statistica). 
• Interpreting the findings and making appropriate recommendations. 
3.3 THE RESEARCH PARADIGM 
A research paradigm, in terms of Collis and Hussey (2009, p.55), is defined as a 
philosophical framework, which assists users in determining how a research project 
should be done. The two most common paradigms with regard to research are the 
qualitative or anti-positivist paradigm and the quantitative or positivist paradigm. The 
word paradigm refers to “An integrated cluster of substantive concepts, variables and 
problems attached with corresponding methodological approaches and tools…” 
(Dash, 2005).  
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3.3.1 The quantitative paradigm 
The quantitative paradigm, also known as ‘positivism’, as stated by Collis and 
Hussey (2009, p.56), is a paradigm that was developed in the natural sciences. It 
assumes that social reality is singular, and that the objective set is not affected by 
the fact that an investigation is being conducted into it. This type of research involves 
an empirical research approach – with the view to providing explanatory theories to 
understand social phenomena. 
Quantitative research is aimed at testing theories – by selecting large samples and 
looking at the relationships between the identified variables. Depending on the 
sampling method used, the results are perceived to be objective; and they can be 
generalised to the entire population. 
3.3.2 The qualitative paradigm 
Robinson and Savenye (1996) defined qualitative research as research that is 
focused on developing an understanding of human systems – irrespective of the size 
of the sample. The studies included in qualitative research are ethnographies, 
descriptive studies, and case studies. Qualitative research is about proposing new 
theories, based on a small sample population; and the results are subjective and 
open to interpretation. These results are unable to be applied to an entire population, 
due to the size of the initial sample, and the fact that interpretation is very much 
dependant on the views of the researcher.  
Dash (2005) further emphasises this point by stating that based on the philosophical 
idea of August Comte, a French philosopher, the positivist paradigm is about 
exploring the social reality. Dash (2005) contends that observation and reason are 
the main means of understanding human behaviour.  
3.3.3 Paradigm followed in this research 
After reviewing both the paradigms available, the researcher decided that a 
quantitative paradigm would be the most effective way to obtain the evidence with 
regard to the factors that are influencing the slow transformation of the finance 
function towards a more value-adding, business-partnering, role.  
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3.4 CONDUCTING THE RESEARCH 
This research followed the survey methodology. More specifically, this was an 
analytical survey. Collis and Hussey (2009, p.76) state that  in a positivist study, a 
survey methodology is primarily used to collect the primary or the secondary data 
from a sample, with a view to analysing them statistically, and extrapolating the 
results to an entire population, with an analytical survey determining whether there is 
any relationship between the variables. The results will assess the hypotheses that 
were mooted earlier in the research. 
3.4.1 Sample 
In terms of Collis and Hussey (2009, p.155), a population refers to a collection of 
people or items under review for purposes of a research project. A sample is then a 
subset of that population that has been identified by the researcher; whether it 
comprises people, or a collection of items. In a positivistic study, the selection of the 
sample is an important element of the research project. A good sample is taken as 
one which produces results that can be held as true for the entire population.  
A good sample for research purposes has the following elements: 
 Chosen randomly 
 Large enough, so that the project’s needs can be investigated, and a 
conclusion drawn.  
 Unbiased 
There are two main sampling methods, namely: probability sampling, which is 
referred to as simple random, stratified, systematic, cluster, multistage sampling, and 
non-probability sampling.  
Randomisation means that each item within a sampling frame has an equal chance 
of being selected (Neill, 2003).  By selecting randomly from a sampling frame, the 
probability theory assumes that the sample, more often than not, should 
approximately represent the whole population.  
The second sampling method is non-probability sampling, which centres on 
convenience, judgemental and quota sampling. Non-probability sampling does not 
use randomisation, as in the sample method explained above. Therefore, to be 
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considered representative, non-probability sampling methods cannot rely on the 
theory of probability (random theory).  Other techniques that can be used are 
purposive or even accidental, haphazard, or convenience sampling – to get a 
representative sample by relying on techniques – other than randomization (Neill, 
2003).  
For the research study, the population for the questionnaire was finance 
professionals in South Africa, who are directly supporting the business as one of 
their roles. There was difficulty in obtaining access to the databases for the 
distribution of the survey; and as a result, the sample for the survey was extracted 
from the researcher’s network base, as well as from the extended network, which is, 
in effect, convenience sampling, which was utilised for this research.  
The sample was constructed, based on individuals who could benefit from the results 
of this study, and who are directly affected by the outcome of the study. The size of 
the sample was selected was 250. 
3.4.2 Development of the research instrument 
Collis and Hussey (2009, p.192) have identified the questionnaire and the interview 
as the two most commonly used methods in the collection of data during a 
positivistic research study. Due to the size of the sample, it was decided to make use 
of a questionnaire in this study to collect the data (an example of which is contained 
in Annexure A). The questionnaire included the basic information questions; for 
example, sex, age, number of years in the role; and it was distributed via email and 
done through the use of an online questionnaire tool – to further ensure that the 
respondents and the related responses would remain anonymous.  
Because the study is quantitative, the questions were mostly closed questions, 
thereby limiting the respondents to the predetermined options included by the 
researcher. These types of questions were used to assist in obtaining a better 
response, as well as making the questionnaire less time-consuming (Collis and 
Hussey, 2009, p.201).  
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• Questionnaire 
A questionnaire may be made up of a list of carefully structured closed-ended 
questions, which have been constructed after considering testing – with a 
view to obtaining reliable responses from the selected sample (Collis & 
Hussey, 2009, p.200). The main aim behind the questions was to understand 
what respondents think and feel; as this would aid in helping to address the 
research questions identified (Collis & Hussey, 2009, p.200). Two major 
problems were identified by Collis and Hussey (2009, p.194) with the use of a 
questionnaire in surveys: 
o Questionnaire fatigue – this is mainly referring to the reluctance of 
individuals to respond to questionnaires, as they are being bombarded by 
them frequently by email, post and telephone calls. 
o Non-response bias – this would occur if there is a non-response to the 
questionnaire. Non-response bias is important in a survey, because the 
research design is usually centred on the generalisation of the sample to 
the population. 
 
 Survey 
With the options considered, and having taken note of the problems 
highlighted above, it was decided that as a result of the size of the sample, 
the best way to complete the study would be by conducting a survey through 
the use of a self-completed questionnaire.   
The length of the questionnaire was kept to a minimum, in order to improve 
the response rate. The Likert scale was used for the majority of the questions 
– in an attempt to render the time needed to complete the survey, as short as 
possible (Refer Annexure A).  
3.4.3 Testing the research instrument 
Once the research instrument had been created, it was submitted to the researcher’s 
supervisor for scrutiny, as well to the statistician in NMMU, who would be assisting 
the researcher with the analysis of the results. A pilot test was conducted to assess 
whether there were any areas within the questionnaire that needed revision. 
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3.4.4 Administering the research instrument 
The questionnaire relating to the survey was delivered to the identified sample by 
email via a link, which provided access to the questionnaire. This method of delivery 
was selected, as it ensured that the questionnaire would reach the desired 
respondents. This was deemed to be the most efficient manner for ensuring that it 
reached them. The size of the sample dictated that a cost-effective medium be used. 
The email and the printed survey contained an introduction, and an explanation of 
the reason for conducting the survey. (A sample of the supporting letter is attached 
and marked Annexure B.) 
3.4.5 Reliability and Validity 
Collis and Hussey (2009, p.64) state that reliability looks at the findings of the 
research, and states that the research is reliable; and if repeated, the results would 
be consistent with the initial findings of the research.  
3.4.6 Validity 
Collis and Hussey (2009, p.64) describe validity as the extent to which the research 
findings accurately reflect the phenomena under study. It is important to ensure that 
the questions used do, in fact, measure what they are supposed to measure.  
Validity is concerned with the extent to which the research findings accurately 
represent what is happening in the situation; and it should confirm that the data 
collected are a true representation of the study being conducted (Collis & Hussey, 
2009, p.65).  
Kumar (2005, p.153) maintains that the inputs to one study pass through a number 
of steps:  
• Selecting the sample 
• Collecting the information 
• Processing the data 
• The application of appropriate statistical procedures 
• Putting the report together 
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The way in which all of these steps are done can affect the outcome and the quality 
of the conclusions. In terms of Kumar (2005, p.154), there are two perspectives on 
validity: 
• The first is to ensure that the research investigation has provided the correct 
answers to the research questions posed.  
• If it did, then it should be confirmed that the answers were obtained using 
appropriate procedures and methods.  
There are three main types of validity (Kumar, 2005, p.154). They are the following: 
• Content and face validity – This is the logical link between the questions and 
the objectives of the study. This is to ensure that the questions were a clear 
representation of what they were supposed to measure. 
• Predictive and concurrent validity – This refers to the degree to which the 
instrument could forecast an outcome. 
• Construct validity – This is validity based on the statistical procedures – to see 
if a theoretical relationship exists. 
3.4.7 Reliability 
Reliability is focused on the findings of the research. The findings of a research study 
are reliable, if they give the same results when the research is repeated (Collis & 
Hussey, 2009, p.64). In research, the term reliability means ‘repeatability’ or 
‘consistency’. A measuring instrument is viewed as reliable if the same result can be 
obtained over again, regardless of who is conducting the research (Collis & Hussey, 
2009, p.64). Collis and Hussey (2009, p.204) also state that reliability can be tested 
in one of three ways: 
• The test re-test method 
• The split-halves method 
• The internal consistency method 
When a Likert scale is utilised to answer the questions on a questionnaire, 
Cronbach’s alpha coefficient is the ideal measuring tool (Cook, 2009, as cited in 
Springfield, 2012, p.39). A Cronbach alpha of 0.60 indicates fair reliability; while 0.70 
indicates good reliability (Zikmund, Babin, Carr and Griffin, 2010, as cited in 
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Springfield, 2012, p.39). In this study, the Cronbach Alpha coefficient was used to 
calculate the internal consistency of the measuring scales.  
3.4.8 The Data Analysis 
The research findings from the primary research were submitted to the Nelson 
Mandela Metropolitan University (NMMU) Unit for Statistical Consultation. Statistica 
Software was utilised for the analysis of the research data. 
Descriptive statistics, i.e. statistics to summarise the data, were used to determine 
whether there were any patterns within the data accumulated. It was foreseen that 
statistical analysis would be used to calculate the frequency distributions, the 
measure of the central tendency, as well the measure of dispersion within the 
sample, in addition to the mean and the standard deviation of the population sample. 
The construct validity of the questionnaire was assessed by using an exploratory 
factor analysis; and Cronbach alpha coefficients were used to assess the reliability of 
the measuring instrument.  
The descriptive statistics mentioned above were followed by inferential statistics, 
which is statistics that would lead to a conclusion about the population, based on the 
sample. This information was used to assist in answering the research questions. 
Based on these statistics, conclusions could be made with regard to the research 
objectives: both primary and secondary.  
Correlation-data analysis and regression analysis was also performed on the data, in 
order to assess whether the variables related to each other, and how strong this 
relationship was. This is reported in Chapter Four.  
Based on the results obtained, statistical procedures were conducted to assess the 
null hypotheses mentioned below: 
H01: There has been no change in the role of the finance professional in South 
African organisations. 
H02: There is no significant relationship between the skills, the experience and the 
professional qualification at the level of value-creation in the organisation.  
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H03: The size of an organisation does not play a factor in the state of the 
transformation. 
H04: The type of company, multinational or local, does not have any impact on the 
transition to business partners within the finance department. 
 
3.5  ETHICAL CONSIDERATIONS 
This research study above is in line with academic research etiquette and with all the 
written conventions throughout the process, as stated by Saunders, Lewis and 
Thornhill (2009:187). The etiquette included the following:  
 The literature sources that were utilised by the researcher were correctly 
referenced, and clearly indicated where all the sources were obtained. 
 The results provided are an indication of the actual research results obtained; 
and they have not been amended in any way. 
 The information has in no way been distorted in a way that would leave the 
public with a wrong impression. 
 The research conducted did not contain information that did not address the 
issues identified, or was not directed at the problems relevant to the research. 
 The identity of the respondents remained protected at all times throughout the 
research, before, during and after the completion of the research. 
 The collected data and the associated results are held in the strictest 
confidence by the research; and these data will not be released to anyone. 
 There is no intentional or deliberate misrepresentation of the research 
methods used, or of the results obtained. A description of the methods used 
and the original questionnaire used was made available to the research 
supervisor.  
In conjunction with the points mentioned above, the research project has been 
registered with the Ethics Committee at the Nelson Mandela Metropolitan University 
(NMMU). The necessary forms have been completed; and the research was 
approved by the Ethic Committee. 
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3.6 SUMMARY 
This study has addressed the primary research objective of the current state of the 
transformation of the finance department – by assessing three secondary objectives.  
A mainly quantitative approach was followed; as this would allow for the gathering of 
the information – with, the aim of assessing the current state – as well as identifying 
any barriers. The primary data were obtained through the use of questionnaires, 
which were tested for both validity and reliability; so as to ensure that the findings 
discussed in Chapter Four could be relied on. 
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CHAPTER FOUR 
4 THE RESEARCH FINDINGS  
4.1 INTRODUCTION 
Chapter Three dealt with the research methodology followed in the accumulation of 
the primary data, the analysis of which is the subject of this chapter. The chapter will 
commence with an evaluation of the characteristics of the targeted sample, which 
will include a look at the response rate and the methods followed in analysing the 
data collected from the survey.  
The empirical findings evaluated in the current chapter are based on the results 
obtained from the survey, which was done in order to obtain the data that would be 
relevant to the objectives of the study, as well to test the hypotheses identified in 
Chapter One. The data obtained from the survey were analysed and evaluated, 
according to the related literature. Based on the findings, the shortcomings will be 
identified, and recommendations will be made to assist in the transformation of the 
finance function.  
4.2 THE EMPIRICAL RESULTS 
4.2.1 Response rate of targeted sample 
The sample used for the purposes of the business-partner survey consisted of 
finance professionals in South Africa directly supporting the business – as part of 
their role within the bigger finance department.  A total of 250 questionnaires were 
distributed by means of email, allowing a two-week window for the responses to be 
received. A total of 49 questionnaires were completed within the two-week period. 
Although this only represents a response rate of less than 20%, it was felt that the 
responses received would be sufficient to perform the required statistical analysis.  
In certain instances, the respondents did not complete all the questions put to them – 
for reasons not known to the researcher. These questionnaires were also kept, and 
the data acquired from these partially completed questionnaires were included with 
those questionnaires that were fully completed; and, consequently, they form part of 
the analysis conducted. 
 42 
 
4.2.2 Demographic profile of the sample 
There were six questions, relevant to the study, that were included in the basic 
information section of the questionnaire – to assist in the analysis of the data, and for 
the determination of the relevant relationships. The main objective of these questions 
was to determine the gender of the respondents, the size and type of organisation 
that they are currently working for, the length of time that they have been conducting 
their role, and the level of qualification, as well as the age of the respondent. 
The gender profile of the respondents was fairly distributed, as is shown in Figure 5 
below, with a fair representation of both genders in the study. As stated in Chapter 
One, within the SAICA membership, only 33% of the members are females. The 
study conducted was sent to all the accountants – and not only those with a 
professional qualification.  
Figure 5: Gender profile of respondents 
 
The majority of the respondents were in the age group 30 to 39 years (76%) (refer to 
Figure 6), thereby showing that most of the accountants that are doing this type of 
work were generally middle-aged. This trend is also shown in the experience levels, 
where Figure 7 shows that 65% of the experience of the respondents falls between 5 
and 18 years, 5 to 8 years (46.9%), and 9 to 12 years (18.4%).  
43% 
57% 
Male
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Figure 6: Age profile  
 
 
Figure 7: Experience levels 
 
The educational levels in Figure 8 below show that most of the respondents (61.2%) 
had obtained a professional qualification, which in South Africa mainly comprise the 
SAICA and the CIMA. This result could be because the researcher is a member of 
SAICA; and the majority of her network would include those individuals with a 
professional qualification, as the results have shown. All the respondents have a 
minimum undergraduate qualification.  
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Figure 8: Education Level 
 
The type of business was assessed by requesting the respondents to select the type 
of organisation for which they currently work. The majority of the respondents, as 
reflected in Figure 9, represented multinationals, being entities whose holding 
company is not anywhere in South African, at 53.1%. Those respondents who were 
from South African based organisations comprised 46.9%, split between 28.6% in 
South African entities, 12.2% in government organisations, and the remainder, 6.1% 
being in Parastatals, which are private companies, where the majority stakeholder is 
still the South African government.  
Figure 9: Organisation type 
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In order to establish the size of the organisations for which the respondents work, 
they were requested to indicate the number of people employed by the business. As 
shown in Figure 10, most of the respondents work in organisations where there are 
more than 800 employees (69.4%). This is understandable, as most work for 
multinationals that generally have a large number of employees. Only 2% of the 
respondents work for a company, which has less than 200 employees, indicating that 
most respondents work for medium-sized organisations.    
 
Figure 10: Organisation size 
 
4.2.3 Quantitative analysis 
4.2.3.1 Validity of research instruments 
Collis and Hussey (2009, p.64) describe validity as the extent to which the research 
findings accurately reflect the phenomena under study. It is important to ensure that 
the questions used do, in fact, measure what they are supposed to measure. The 
construct validity of the questionnaire was assessed using an exploratory factor 
analysis.  
4.2.3.1.1 Factor analysis of level of value creation 
The value creation analysis is summarised below: 
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Table 5: Factor analysis of value creation 
Factor analysis of level of value creation using skills 
    Factor 
Cronbach 
Alpha if 
deleted 
Q14_1 
Accounting and finance skills reporting knowledge, cost 
management and business analysis. 0.21 0.83 
Q14_2 
Management skills negotiation, change management and 
managing external relationships. 0.63 0.76 
Q14_3 IT Skills 0.48 0.79 
Q14_4 Communication Skills 0.53 0.78 
Q14_5 Presentation Skills 0.62 0.76 
Q14_6 
Strategic skills understanding of companies’ business and 
markets. 0.66 0.76 
Q14_7 Eliminating or reducing "non-value-added" activities. 0.66 0.76 
Cronbach alpha:  0.81 
  
The questions in Table 5 above, measure the level of value creation provided, which 
are linked to the activities performed when finance has evolved into a partnering role, 
rather than remaining a mere back-office function. This indicates that value-creation-
linked activities are adequately measured (factor loading is more than 0.4) other than  
Q14_1, which is below 0.4. Q14_1 was not removed from the analysis because the 
Cronbach Alpha coefficient exceeded 0.700, indicating good reliability.  
4.2.3.1.2 Factor analysis of skills 
The skills comfort levels is summarised below: 
Table 6: Factor analysis of skills 
Factor analysis of skills comfort levels 
    Factor 
Cronbach 
Alpha if 
deleted 
Q11_1 People skills 0.64 0.79 
Q11_2 Time management and efficiency 0.31 0.83 
Q11_3 Ability to influence people 0.69 0.78 
Q11_4 Leadership skills 0.75 0.77 
Q11_5 Business understanding and business acumen 0.66 0.78 
Q11_6 Communication skills 0.57 0.80 
Q11_7 Technical skills 0.40 0.82 
Q11_8 Monitoring of effectiveness 0.33 0.83 
Cronbach alpha:  0.82   
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The questions in Table 6 above measure the level of comfort related to the skills that 
the respondents have with regard to performing their tasks. This indicates that the 
comfort with regard to skills is adequately measured (factor loading is more than 
0.4), other than Q11_2 and Q11_8, which are below 0.4. Q11_2 and Q11_8 were not 
removed from the analysis because their respective Cronbach Alpha coefficients 
exceeded 0.700, indicating good reliability.  
4.2.3.1.3 Factor analysis of nature of finance function 
The nature of the finance function is summarised below: 
 
Table 7: Factor analysis of nature of finance function 
Factor analysis of nature of finance function 
    Factor 
Cronbach 
Alpha if 
deleted 
Q13_1 Aligning priorities with overall business strategy 0.60 0.78 
Q13_2 Providing information critical to the decision-making process 0.65 0.77 
Q13_3 Participating as an equal business partner within the organisation 0.53 0.81 
Q13_4 Providing timely and cost-effective services 0.50 0.80 
Q13_5 Ensuring delivery of high-quality services 0.54 0.79 
Q13_6 
Developing an effective balance between compliance, control 
and efficiency 0.68 0.78 
Q13_7 Eliminating or reducing "non-value-added" activities 0.53 0.79 
Cronbach alpha:  0.81   
 
The questions in Table 7 above, measure the nature of the finance function; if they 
are performing business-partnering-related activities. This indicates that the nature of 
the finance function is adequately measured (factor loading is more than 0.4). The 
factors show good reliability; as their respective Cronbach Alpha coefficients exceed 
0.700. 
4.3 THE RELIABILITY OF THE RESULTS 
Collis and Hussey (2009, p.64) state that reliability looks at the findings of the 
research; and confirms that the research is reliable, if – when repeated – the results 
would be consistent with the initial findings of the research.  
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When a Likert scale is utilised to answer the questions in a questionnaire, 
Cronbach’s coefficient alpha is the ideal measuring tool (Cook, 2009, as cited in 
Springfield, 2012, p.39). A Cronbach alpha of 0.60 indicates fair reliability; while 0.70 
indicates good reliability (Zikmund, Babin, Carr and Griffin, 2010, as cited in 
Springfield, 2012, p.39).  
In this study, the Cronbach Alpha coefficient was used to calculate the internal 
consistency of the measuring scales, and a Likert scale was used to answer all the 
questions in the questionnaire.  
Table 8 below summarises the reliability of the finance-function transformation in 
South Africa. Included in the table is the question, a description of the questions, and 
the Cronbach Alpha coefficients related to that question.  
Table 8: Reliability 
Question Description 
Cronbach Alpha 
coefficient Number of items 
11 Skills 0.81 8 
13 Nature of finance function 0.82 7 
14 Value-creation using skills 0.81 7 
 
As seen in Table 8 above, it can be confirmed that all the factors returned a good 
reliability. A reliability coefficient, which is higher than 0.60, is considered to indicate 
a fair reliability; while a coefficient above 0.7 indicates a good reliability. Therefore, it 
may be concluded that all the factors are reliable when measuring the evolution of 
the role of the finance function – since they are all above 0.70.  
4.4 DESCRIPTIVE STATISTICAL ANALYSIS 
Descriptive statistics were used to summarise the data, and allow patterns to be 
discerned which may not have been clear in the raw data (Collis and Hussey, 2009, 
p.221). Collis and Hussey (2009, p.221) further state that these patterns also assist 
in the testing of the hypotheses related to the research data.  
The questionnaire was designed on a 5-point Likert scale, to measure the finance-
function transformation. The Likert scale had the ranges, as shown in Table 9 below.  
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Table 9: Likert scale range 
5-point Likert scale ranges Calculated Index 
Strongly Disagree 1 
Disagree 2 
Neither Disagree Nor Agree 3 
Agree 4 
Strongly Agree 5 
    
No Contribution 1 
Little contribution 2 
Some contribution 3 
Large contribution 4 
Very large contribution 5 
    
No Comfort 1 
Little comfort 2 
Some comfort 3 
Large comfort 4 
Very large comfort 5 
    
Never 1 
Seldom 2 
Occasionally 3 
Usually 4 
Always 5 
 
The mean values are in a numerical format; and they have been interpreted, 
according to Table 10 below.   
 
Table 10: Interpretation of mean values 
Mean Value Interval Interpretation 
1.00 - 1.79 Very low 
1.80 - 2.59 Low 
2.60 - 3.40 Average 
3.41 - 4.20 High 
4.21 - 5.00 Very High 
4.4.1 Organisational culture 
Table 11 below summarises the mean scores per question of the culture within the 
organisation, and how the respondents view their departments.  
Question 1 to Question 4 looked at the task-oriented organisational culture within the 
department. Based on the results obtained, more than 80% of the respondents 
agreed that a large emphasis is placed on the completion of tasks, individual task 
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elements, as well as on an action-oriented department. Questions 5 to Question 7 
looked at the people-orientation within the department. The results show that 73% of 
the respondents agreed that the department is supportive. Based on these results, it 
would appear that finance departments are more task-oriented than people-oriented; 
as less than 50% of the respondents agreed that the department is focused on 
continuous improvement, and the wellness of the people in their departments.    
The results indicate an overall mean for organisational culture of 3.80. The mean for 
task-oriented culture was 4.03 versus a mean of 3.48 for people-oriented culture – 
thus indicating that the culture in finance departments is characterised by an 
emphasis on the tasks in the department, and the completion of those tasks. Task-
orientation in a department is good; however, there also needs to be a focus on the 
people aspect of the organisational culture. 
Table 11: Mean of organisational culture 
Organisational culture 
    
% Disagree 
to Strongly 
disagree 
% Neither 
Disagree Nor 
Agree 
% Agree to 
Strongly 
Agree Mean 
Q7_1 
Big emphasis is placed on the 
technical side of the job in my 
department 18.37% 10.20% 71.43% 3.73 
Q7_2 
Emphasis is placed on individual 
tasks and elements 8.16% 8.16% 83.68% 4.04 
Q7_3 
We are an action-oriented 
department 6.52% 10.87% 82.61% 4.04 
Q7_4 Main focus is to complete tasks 4.08% 4.08% 91.84% 4.31 
Q7_5 
Our department is focused on 
continuous improvement of the 
emotional and physical wellness of 
the people 28.57% 26.53% 44.90% 3.16 
Q7_6 
The people in the department have 
a deep concern for the company 
we work for 16.33% 24.49% 59.18% 3.51 
Q7_7 
Our department is supportive of 
one another 12.24% 14.29% 73.47% 3.78 
Mean       3.80 
 
4.4.2 Employee-role engagement 
Table 12 below summarises the mean scores of the employee engagement within 
the department, and how they feel about their role and task. 
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The mean of the employee engagement and satisfaction in their role is 3.81, thereby 
indicating that there is a high level of agreement that the people in the finance 
department are engaged and performing tasks related to their skills.  
Most of the respondents (see Table 9) felt that skills and experience are sufficient to 
offer value-adding activities related to business partnering (90%); that they are 
valued by the business they support (79%); and that they find their jobs challenging 
(75%).  
 
Table 12: Mean of employee-role engagement 
Employee engagement within role 
    
% Disagree 
to Strongly 
disagree 
% Neither 
Disagree Nor 
Agree 
% Agree to 
Strongly 
Agree Mean 
Q8_1 My job is challenging. 16.67% 8.33% 75.00% 3.81 
Q8_2 
I am valued by the business for 
the input that I make. 10.41% 10.42% 79.17% 3.92 
Q8_3 
I am empowered to make 
decisions in my job. 18.75% 10.42% 70.83% 3.67 
Q8_4 
My job matches my skills and 
abilities. 18.75% 8.33% 72.92% 3.79 
Q8_5 
The appropriate level of training 
has been provided, in order for me 
to conduct value-adding activities. 18.75% 16.67% 64.58% 3.50 
Q8_6 
My current skills and experience 
are enough to be able for me to 
offer the value-adding activities, 
as required. 4.17% 6.25% 89.58% 4.15 
Mean       3.81 
 
4.4.3 Evolution/transition of finance role 
Table 13 below summarises the mean scores associated with the question, looking 
at the shift over the last three years of the work mainly completed by the people in 
the finance department.  
The mean for the transition of the finance function is 3.59, which would seem to 
indicate that the tasks performed by individuals within finance have changed over the 
last three years.  
There seems to have been a change in the functions performed by finance 
individuals, with 88% of the respondents indicating that they do more analysis than 
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they did three years ago, and 64% and 61%, respectively, indicating that they now 
perform more commercial and controlling activities than they did three years ago. 
These task are associated with a shift towards more business-partnering; so, there is 
an indication that there is a shift, even though the respondents also indicated that 
there has also been an increase in the traditional activities associates with finance, 
with 75% performing more budgeting and forecasting, and 66% doing more reporting 
than they did three years ago (as shown in table 10 below).  
The tax function does not seem to have changed much in the last three years; as 
80% of the respondents indicated that this has not changed.  
Table 13: Mean of evolution of finance function 
Transition of finance role 
    
% 
Disagree 
to Strongly 
disagree 
% Neither 
Disagree 
Nor Agree 
% Agree to 
Strongly 
Agree Mean 
Q9_1 Reporting 29.55% 4.54% 65.91% 3.59 
Q9_2 Managing the department 32.61% 10.87% 56.52% 3.37 
Q9_3 Budgeting and forecasting 13.64% 11.36% 75.00% 3.80 
Q9_4 Management of business 28.89% 15.55% 55.56% 3.44 
Q9_5 Month-end closure 29.55% 27.27% 43.18% 3.27 
Q9_6 Analysis 4.65% 6.98% 88.37% 4.19 
Q9_7 Commercial activity 27.27% 9.09% 63.64% 3.57 
Q9_8 Controlling activity 31.82% 6.82% 61.36% 3.50 
Q9_9 Tax 79.54% 15.91% 4.55% 1.86 
Mean       3.59 
 
4.4.4 Reason for lack of transformation of finance role 
Table 14 below provides a summary of what the individuals believe the reasons are 
for the delay, or the slow transformation of the finance function.  
Sixty-three percent (63%) of the respondents believed that the reason for the 
transformation is that finance is still seen as a back-office function, and as a 
transaction; while 62% of them feel that the culture within the organisation that sees 
finance as a back-office function also make a large contribution to the lack of 
transformation. Fifty-eight percent (58%) of the respondents indicated that the lack of 
skills in the finance department is not a reason for the lack of transformation. 
Technology constraints, lack of training, and threats to their independence were 
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assessed, in order to determine the average contribution to the lack of 
transformation, as the mean of the responses was above 2.5.  
Table 14: Mean of lack of transformation of finance function 
Reason for lack of transformation 
    
% No to 
Little 
contribution 
% Some 
contribution 
% Large to 
Very large 
contribution Mean 
Q10_1 
Finance team seen as purely 
back-off and transactional 16.28% 20.93% 62.79% 3.67 
Q10_2 
Time constraints in the finance 
department 22.73% 36.36% 40.91% 3.23 
Q10_3 
Culture within the company 
predominantly viewing finance 
as a back-office function 18.19% 20.45% 61.36% 3.61 
Q10_4 Technology constraints 46.66% 17.78% 35.56% 2.78 
Q10_5 Lack of skills 57.78% 28.89% 13.33% 2.33 
Q10_6 Lack of training 34.09% 38.64% 27.27% 2.84 
Q10_7 
Lack of definition of 
expectation of finance by 
operations 28.89% 33.33% 37.78% 3.09 
Q10_8 
Threat to objectivity and 
independence of finance 
department if role evolves 48.89% 26.67% 24.44% 2.69 
Mean       3.03 
 
4.4.5 Skills comfort levels 
Table 15 below indicates the comfort levels of the respondents and the related mean 
scores of the individual skills needed in the finance function to perform business 
partnering activities.  
The mean for the comfort levels of the skills identified is 3.95 – indicating a high level 
of comfort across the skills indicated in the study.  
Across the skillsets, the majority of the respondents agreed that they had great 
comfort with regard to the skills that were required, the lowest of these being the 
ability to influence people at 67%. The highest level of comfort was in time 
management and efficiency, with 82% of the respondents expressing high to really 
high feelings of comfort. 
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Table 15: Mean of skills comfort levels 
Skills comfort levels 
    
% No to 
Little 
comfort 
% Some 
comfort 
% Large to 
Very large 
comfort Mean 
Q11_1 People skills 2.17% 15.22% 82.61% 4.11 
Q11_2 Time management and efficiency 4.44% 8.89% 86.67% 4.07 
Q11_3 Ability to influence people 4.35% 28.26% 67.39% 3.80 
Q11_4 Leadership skills 11.63% 13.95% 74.42% 3.81 
Q11_5 
Business understanding and 
business acumen 6.67% 13.33% 80.00% 3.91 
Q11_6 Communication skills 4.35% 17.39% 78.26% 3.96 
Q11_7 Technical skills 2.27% 20.45% 77.28% 4.11 
Q11_8 Monitoring of effectiveness 0.00% 29.55% 70.45% 3.86 
Mean       3.95 
 
4.4.6 Perceived business attitude towards finance 
Table 16 below summarises the mean scores per question of the perceived attitude 
of the business towards finance.  
A large number of the respondents (79%) and (71%), respectively, perceive that the 
business sees finance as experts in their field, helpful and efficient in the execution 
of their duties, according to Table 16 below.  
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Table 16: Mean of perceived business attitude 
Perceived business attitude towards finance 
    
% 
Disagree 
to 
Strongly 
disagree 
% Neither 
Disagree 
Nor Agree 
% Agree to 
Strongly 
Agree Mean 
Q12_1 They are an expert in their function 11.90% 9.52% 78.58% 3.88 
Q12_2 
They are commercially aware of the 
business 21.43% 21.43% 57.14% 3.50 
Q12_3 
They are an Indispensable function 
area 21.95% 21.95% 56.10% 3.54 
Q12_4 
They are innovative with regards to 
solutions provided and manner in 
which they conduct their work 31.71% 21.95% 46.34% 3.20 
Q12_5 
They are strategic business partners 
and adding value to the business 17.07% 19.51% 63.42% 3.61 
Q12_6 They are helpful 17.07% 12.20% 70.73% 3.73 
Q12_7 
They are approachable and solution 
based 25.00% 15.00% 60.00% 3.53 
Q12_8 
They are efficient in the execution of 
their duties 9.76% 19.51% 70.73% 3.76 
Mean       3.59 
 
4.4.7 Value-adding task performed 
Table 17 shows the mean scores of the value-adding activities, which are being 
performed by the finance individuals. 
The majority of the respondents (according to Table 17 below) agreed that they are 
performing tasks, which ensure high quality  services (95%),  provide information into 
decision-making process (93%), provide timely and effective services, and develop a 
balance between compliance, control and efficiency (88%).  
The mean for the performing of the tasks for the respondents was calculated at 4.01, 
which shows a high indication that the finance function is performing the value-added 
activities associated with business partners, as shown in Table 17 below.  
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Table 17: Mean of value-adding tasks 
Value adding tasks 
    
% Disagree 
to Strongly 
disagree 
% Neither 
Disagree 
Nor Agree 
% Agree to 
Strongly 
Agree Mean 
Q13_1 
Aligning priorities with overall 
business strategy. 12.20% 4.88% 82.92% 3.88 
Q13_2 
Providing information critical to the 
decision-making process. 2.50% 5.00% 92.50% 4.30 
Q13_3 
Participating as an equal business 
partner within the organisation. 24.39% 14.63% 60.98% 3.56 
Q13_4 
Providing timely and cost effective 
services. 2.50% 10.00% 87.50% 4.15 
Q13_5 
Ensuring delivery of high-quality 
services. 0.00% 5.00% 95.00% 4.35 
Q13_6 
Developing an effective balance 
between compliance, control and 
efficiency. 0.00% 12.50% 87.50% 4.05 
Q13_7 
Eliminating or reducing "non-value-
added" activities. 7.50% 25.00% 67.50% 3.80 
Mean       4.01 
 
4.4.8 Level of value creating using skills 
Table 18 below provides a summary of the mean averages associated with the 
frequency in which the respondents use the skills, which are largely associated with 
value-adding activities, as identified in the literature review.  
The mean, as shown in Table 18, for the entire set of activities is 3.92, which shows 
that there is a high usage of these skills in the performance of the value-added 
activities, which are provided to the business by finance.  
Table 18 below shows that 91% of the respondents indicated a high frequency 
(usually and always) of their accounting and finance skills in the execution of their 
roles. Eighty per cent (80%) of the respondents indicated that communication skills 
are skills that have a high usage in the performing of their current roles with finance.  
  
 57 
 
Table 18: Mean of value creating using skills 
Level of value creation using skills 
    
% Never 
to Seldom  
% 
Occasionally 
% Usually 
to Always Mean 
Q14_1 
Accounting and finance skills 
reporting knowledge, cost 
management and business 
analysis  2.38% 7.14% 90.48% 4.26 
Q14_2 
Management skills negotiation, 
change management and 
managing external relationship 11.90% 9.52% 78.58% 4.02 
Q14_3 IT Skills 17.50% 40.00% 42.50% 3.33 
Q14_4 Communication Skills 4.88% 14.63% 80.49% 4.20 
Q14_5 Presentation Skills 7.32% 19.51% 73.17% 4.00 
Q14_6 
Strategic skills understanding of 
companies business and markets 10.00% 27.50% 62.50% 3.80 
Q14_7 
eliminating or reducing "non-
value-added" activities 4.88% 26.83% 68.29% 3.83 
Mean       3.92 
 
4.5  INFERENTIAL STATISTICAL ANALYSIS 
Inferential statistics are tests that lead to a conclusion about a population, based on 
a sample and the concept of sampling distribution (Collis and Hussey, 2009, p.222).  
4.5.1 Determinants of evolution of the role of finance 
The first step in testing the hypotheses is to convert the research question into null 
and alternative hypotheses, where the null hypotheses indicate no difference or 
movement, based on the research question identified. The alternate hypotheses are 
a suggestion that there is a difference in the population.   
Test statistics are calculated from the data, in order to obtain the difference of the 
sample mean from that of the expected population. This test is converted into a 
conditional probability value (p-value), which is used to draw a conclusion from the 
sample.  
The following interpretation in Table 19 is applied to conclude on the p-values 
calculated. 
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Table 19: P-value interpretation 
P-value Interpretation 
P > 0.10 Observed difference is ‘not significant’ 
P < or = 0.10 Observed difference is ‘marginally significant’ 
P < or = 0.05 Observed difference is ‘significant’ 
P < or = 0.01 Observed difference is ‘highly significant’ 
 
In order to investigate the extent to which the finance function has evolved from 
being a transactional issue into being a more value-adding and business-partnering 
role. The following null and alternative hypotheses, as originally established in 3.4.8, 
were formulated: 
H01: There has been no change in the role of the finance professional in South 
African organisations. 
H1: There has been a change in the role of the finance professional in South African 
organisations. 
H02: There is no significant relationship between the skills, experience and 
professional qualification to the level of value creation in the organisation.  
H2: There is a significant relationship between the skills, experience and 
professional qualification to the level of value creation in the organisation.  
H03: The size of an organisation does not play a role in the state of the 
transformation. 
H3: The size of an organisation does play a role in the state of the transformation. 
H04: The type of company, multinational or local, does not have any impact on the 
transition to business partners in the finance department. 
H4: The type of company, multinational or local, does have an impact on the 
transition to business partners in the finance department. 
4.5.1.1 Hypotheses – Change in the current role of finance 
H01: There has been no change in the role of the finance professional in South 
African organisations. 
 59 
 
H1: There has been a change in the role of the finance professional in South African 
organisations. 
Table 20: Change in the role of finance 
  
N 
(top2) N 
P 
(top2) 
P 
(H0) z 
Z 
(5%) Tasks/ Activities 
Q9_1 29 45 0.644 0.5 1.938 1.645 Reporting – transactional  
Q9_2 26 46 0.565 0.5 0.885 1.645 
Managing the department 
– business partnering 
Q9_3 33 44 0.750 0.5 3.317 1.645 
Budgeting and forecasting 
– business partnering  
Q9_4 25 45 0.556 0.5 0.745 1.645 
Management of business 
– business partnering 
Q9_5 19 44 0.432 0.5 N/A 
 
Month end close – 
transactional 
Q9_6 38 44 0.864 0.5 4.824 1.645 
Analysis – business 
partnering 
Q9_7 28 44 0.636 0.5 1.809 1.645 
Commercial activity – 
business partnering 
Q9_8 27 44 0.614 0.5 1.508 1.645 
Controlling activity – 
business partnering 
Q9_9 2 44 0.045 0.5 N/A 
 
Tax – transactional 
 
The following assumptions have been made in the analysis of the hypotheses: 
H01: The proportion that "Agree" or "Strongly agree" is less than or equal to 50%; 
and H1: The proportion that "Agree" or "Strongly agree" is greater than 50%. 
Agreeing that they spend more time is an indication of a change in the role. The 
"N/A" is where the sample proportion is less than 50%, and it did not add value, or 
make any sense to conduct the test.  
The results in Table 20 show that p > 0.10 for all the activities except for tax and 
month-end close therefore do not reject the null hypotheses. This therefore indicates 
that 50% or less of the respondents "Agreed" or "Strongly agreed" that they are 
spending more time on the activities listed than they did three years ago. 
4.5.1.2 Hypotheses – Relationship between skills, experience and professional 
qualification to the level of value-creation to the organisation. 
H02: There is no significant relationship between the skills, experience and 
professional qualification to the level of value-creation in the organisation.  
H2: There is a significant relationship between the skills, experience and 
professional qualification to the level of value-creation in the organisation.  
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Table 21: Relationship between Q6 (Years) and Q14 
Years_fpr_new Factor_Q14 Factor_Q14 Factor_Q14 
  Means N Std.Dev. 
0-4 years 4.05 11 0.74 
5-8 years 4.01 22 0.43 
9+ years 3.54 9 0.75 
All Grps 3.92 42 0.62 
        
Analysis of Variance       
  F P   
Factor_Q14 2.33 0.1102   
(*Because of small n's, the last two categories of Q6 were combined.) 
 
Table 22: Relationship between Q4 (Qualif) and Q14 
Qual_n Factor_Q14 Factor_Q14 Factor_Q14 
  Means N Std.Dev. 
Undergrad 3.48 6 0.76 
Hon/Masters 3.95 11 0.46 
Prof Qualif 4.02 25 0.61 
All Grps 3.92 42 0.62 
        
Analysis of Variance       
  F p   
Factor_Q14 1.97 0.1527   
(* Because of small Masters group (n=2), it was combined with the Honours group.) 
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Figure 11: Relationship between Q11 and Q14 
 
r=0.20; p=0.1938 
 
As depicted in Tables 21 and 22 above, p>0.10, we do not reject the H02, which 
means that the relationship between the number of years and the qualification with 
regard to the value-adding activities performed in the job function is not significant. 
Figure 11 above shows that the relationship between the skills and value-adding 
activities has a p>0.10; therefore, we do not reject H02. This also means that the 
correlation between the comfort with regard to the required skills and performing 
value-adding activities is also not significant.  
4.5.1.3 Hypotheses – Organisation size and state of transformation of the role 
of finance 
H03: The size of an organisation does not play a role in the state of the 
transformation. 
H3: The size of an organisation does play a role in the state of the transformation. 
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Table 23：Relationship between Q5 and Q13 
SizeOrg Factor_Q13 Factor_Q13 Factor_Q13 
  Means N Std.Dev. 
1 to 399 4.14 4 0.84 
400 to 799 4.14 6 0.34 
800+ 3.97 31 0.53 
All Grps 4.01045296 41 0.535847835 
        
Analysis of Variance       
  F p   
Factor_Q13 0.39146527 0.67876042   
* Due to the small categories, the following 3 categories were created for Q5 (Size Org): "1 to 399" 
(n=7), "400 to 799" (n=8), "800+" (n=34). 
 
Table 24：Relationship between Q5 and Q14 
SizeOrg Factor_Q14 Factor_Q14 Factor_Q14 
  Means N Std.Dev. 
1 to 399 4.21 4 0.30 
400 to 799 4.12 7 0.35 
800+ 3.84 31 0.68 
All Grps 3.92244898 42 0.615650723 
        
Analysis of Variance       
  F p   
Factor_Q14 1.10488486 0.34139423   
* Due to the small categories, the following 3 categories were created for Q5 (Size Org): "1 to 399" 
(n=7), "400 to 799" (n=8), "800+" (n=34). 
As shown in Tables 23 and 24 above, p>0.10, we therefore do not reject the H01, 
which means that there is no significant relationship between the size of the 
organisation and the current state of transformation of the finance function, which is 
evaluated through the value-adding activities that are done by the resources and 
utilisation of skillsets to create value for the organisation.  
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Table 25: Relationship between Q5 and Q9 
Chi-Square Tests 
      Value df p-value Reject H03 
Q9_1 Reporting Pearson Chi-Square 2.653 4 .618   
Q9_2 
Managing the 
department Pearson Chi-Square 
2.904 4 .574 
  
Q9_3 
Budgeting and 
forecasting Pearson Chi-Square 
8.559 4 .073 
  
Q9_4 
Management of 
business Pearson Chi-Square 
1.726 4 .786 
  
Q9_5 Month-end close Pearson Chi-Square 3.370 4 .498   
Q9_6 Analysis Pearson Chi-Square 3.242 4 .518   
Q9_7 Commercial activity Pearson Chi-Square 
10.988 4 .027 
X 
    Phi 0.500  
.027   
    Cramer's V 0.353  
.027   
Q9_8 Controlling activity Pearson Chi-Square 
10.619 4 .031 
X 
    Phi 0.491  
.031   
    Cramer's V 0.347  
.031   
Q9_9 Tax Pearson Chi-Square 2.891 4 .576   
"Strongly disagree" and "Disagree" were combined (SD/D) and "Strongly agree" and "Agree" were 
combined (SA/A). 
 
Table 25 above shows that for commercial activity and controlling activity, we reject 
the null hypotheses, and for the rest of the activities associated with a change in role, 
change in what they did three years ago, as compared to what they do now, we do 
not reject the null hypotheses, as the p>0.10. This shows that a highly significant 
relationship only exists between the size of the organisation and the performing of 
commercial and controlling activities.  
4.5.1.4 Hypotheses – type of company and transition of finance function 
H04: The type of company, multinational or local, does not have an impact on the 
transition to business partners in the finance department. 
H4: The type of company, multinational or local, does have an impact on the 
transition to business partners in the finance department. 
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Table 26: Relationship between Q3 and Q13 & Q14 
  Mean Mean 
t-
value df p 
Valid 
N Valid N Std.Dev. Std.Dev. 
  Local Multinat.       Local Multinat. Local Multinat. 
Factor_Q13 4.00 4.02 -0.10 39 0.92 17 24 0.55 0.54 
Factor_Q14 3.92 3.92 0.02 40 0.99 17 25 0.71 0.56 
 
As shown in Table 26, p>0.10, we therefore do not reject the H01, for Q13 and Q14, 
which means that there is a no significant relationship between the type of the 
organisation and the current transition of the finance function, which is evaluated 
through the value-adding activities that are done by the resources and the utilisation 
of skillsets to create value for the organisation.  
Table 27: Relationship between Q3 (Type of Comp) and Q9 
Chi-Square Tests - H04 
      Value df p-value Reject H04 
Q9_1 Reporting Pearson Chi-Square 5.929a 2.000 0.052   
Q9_2 
Managing the 
department Pearson Chi-Square 
1.259a 2.000 0.533 
  
Q9_3 
Budgeting and 
forecasting Pearson Chi-Square 
.327a 2.000 0.849 
  
Q9_4 
Management of 
business Pearson Chi-Square 
2.430a 2.000 0.297 
  
Q9_5 Month-end close Pearson Chi-Square 5.998a 2.000 0.050  X 
Q9_6 Analysis Pearson Chi-Square 2.658a 2.000 0.265   
Q9_7 Commercial activity Pearson Chi-Square .768a 2.000 0.681   
Q9_8 Controlling activity Pearson Chi-Square 5.280a 2.000 0.071   
Q9_9 Tax Pearson Chi-Square 1.612a 2.000 0.447   
 
Table 27 above shows all the  activities associated with a change in role, change in 
what they did three years ago, as compared with what they do now; so, we do not 
reject the null hypotheses as the p>0.10 except for the month-end close, which has a 
p-value equal to 0.50, where H04 is rejected. This indicates that there is a marginally 
significant relationship between the change in month-end closing activities done and 
the type of the company that the respondents work for. There is thus no significant 
relationship between the organisation and the change in the role of finance.  
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4.6 SUMMARY 
Chapter Four has focused on the reporting and interpretation of the empirical results. 
The results of the determinants of transformation of the finance function, the skills 
required, and the nature of the finance function were reported and interpreted.  
This study reported on the following: 
 The research methodology included the demographic analysis, the sampling 
procedure, the questionnaire development, the data collection, and the data 
analysis. 
 The statistical analysis included the factor analysis and the Cronbach Alpha 
coefficients. 
 The empirical results were analysed by quantitative analysis, which included 
the calculation of the Cronbach Alpha, which calculates the reliability, as well 
as a calculation of the validity of the instrument.  
 Discussion of the results. 
Chapter Five concludes this study with a focus on the conclusions and the 
recommendations, based on the results obtained in Chapter Four.  
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CHAPTER FIVE 
5 CONCLUSIONS AND RECOMMENDATIONS 
5.1 INTRODUCTION 
The primary objective that was addressed by this study was to establish the extent to 
which the finance function has evolved from being transactional into one being more 
value-adding and business-partnering in the South African organisational context.  
In this chapter, the findings of the primary research, as reported in Chapter Four, will 
be discussed in relation to the identified secondary objectives. The two secondary 
objectives will be assessed, based on the primary research findings, as well as the 
findings of the literature study. Recommendations will be made, based on the 
findings made in Chapter Four, and on the literature review conducted in Chapter 
Two. Suggestions will be made for future research, which could be done.  
As with any research, the current research has certain limitations. These limitations 
will be discussed in this chapter.  
5.2 OBJECTIVES OF THE STUDY 
The primary research objective for the study was to determine the extent to which 
the finance function has evolved from being transactional into one being more value-
adding and business-partnering.  
The study also investigated the following secondary objectives:  
• Determine whether there is any difference in the level of business-
partnering provided by finance in the multinational companies, and in 
those companies that are purely South African. 
• Determine whether the size of the organisation has any impact on the level 
of value-adding functions provided by finance. 
• Determine whether there is a relationship between the experience and 
professional qualification of the finance personnel and the level of value 
creation to the organisation. 
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The answers to these research questions, as evidenced in the empirical findings, are 
now reviewed; and the managerial implications thereof will be discussed in some 
depth. 
5.3 THE ASSESSMENT OF SECONDARY OBJECTIVES 
The purpose of the research conducted in this study was to provide a basis upon 
which the secondary objectives, as identified in Chapter One, could be assessed. 
These secondary objectives are dealt with individually below, and conclusions are 
drawn from the relevant findings. 
5.3.1 Business-partnering based on the type of organisation 
The empirical results showed that there is no significant relationship between the 
type of an organisation and the level of business-partnering that is provided by the 
finance function, except for the month-end activities, which showed a marginally 
significant relationship between the two variables. This was assessed through the 
use of inferential statistics, and via the testing the relationship between the type of 
the organisation and the value-adding activities accomplished by the resources and 
the utilisation of skillsets to create value to the organisation.  
This was further tested by assessing the change in role, from three years ago to 
what they do now, and the type of organisation for which they work. The SAICA 
survey was performed on respondents who were mainly in South African 
organisations (71%); and the results obtained from the study indicate that there has 
been a change in the role of finance. Furthermore, it supports the results found in the 
survey.   
This has indicated that all organisations offer finance the same sort of opportunity to 
move into business-partnering roles; and this has not been constrained by the fact 
that the organisation is South African – even though most of the literature review is 
based on information obtained outside South Africa – thereby indicating that they 
may be further along the road than South Africa; and, in the case if multinationals, 
may be passing this type of behaviour on to their South African operations. 
The mean for the performing of the tasks associated with adding value was 
calculated at 4.01, which indicates a high level of agreement that finance is 
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performing these tasks in their current role. The mean for the use of detailed skillsets 
in creating value to the organisation was calculated at 3.92, showing a high usage of 
these skills, the highest use being accounting and finance skills, with 92% showing 
that they do utilise this skills.   
The SAICA survey was conducted only on listed entities and majority of these are 
companies with their head office in South Africa (77.5%), although there is no direct 
link to the type of organisation and business partnering, the results from this survey 
indicated that the CFO’s are performing more value-added activities, by being 
involved more in the strategy than in the past Voogt (2010, p.6). 
5.3.2 Impact of size of organisation on the value-adding activities 
With regard to the relationship between the size of the organisation and the value-
adding activities, the results show that there is no significant relationship between 
the size of the organisation and the current state of transformation of the finance 
function, which is evaluated through the value-adding activities that are done by the 
resources, and the utilisation of skillsets to create value for the organisation. The 
only activities with a significant relationship to the size of the organisation is the 
increase in the performance of commercial and controlling activities, indicating that 
the rest of the activities are the same – regardless of the size of the organisation.  
5.3.3 Experience and professional qualification of the finance personnel      
and the level of value-creation to the organisation 
Based on the empirical results obtained, it has been shown that there is an 
insignificant relationship between the number of years and the qualifications with 
regard to the value-adding activities performed in the job function – meaning that the 
people with professional qualifications are also showing the same levels of value-
creation as those with undergraduate or Honours qualifications. 
This means that all finance employees, regardless of their qualification level, or their 
years of experience, have the ability to perform the tasks that are associated with 
value-adding; and as such, all finance personnel should be empowered to perform 
them at all levels of the team – the junior level through to the level of senior 
management. 
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The results obtained in the survey conducted by Graham et al. (2012, p.79) found 
that only 11% of the respondents did not have a professional qualification; and the 
conclusion, based on these results was that there has not been a major shift in the 
role – but rather an enlargement thereof. This study did not specifically look at the 
impact of the professional qualifications on this change.   
 
5.4 ASSESSMENT OF PRIMARY OBJECTIVE 
With regard to the primary objective, the empirical results have indicated that the 
time spent on reporting, budgeting and forecasting, analysis and commercial activity 
has increased over the last three years. Of these activities that have shown an 
increase; there are three, which are linked to the performing of a business-partnering 
function. These are budgeting and forecasting, analysis, and commercial activity. In 
the activities that have not shown an increase in the time spent, the tasks associated 
with business-partnering activities are: managing the department, management of 
the business, and controlling activities.  
The fact that there is less time spent on month-end close and tax, which are 
indicative of a more transactional role, is also a good indication that the role of 
finance is slowly moving away from the transactional – and moving towards 
business-partnership – and thereby, continuously adding value to the organisation.  
The mean for the transition of the finance function is 3.59, which is a high indication 
that the roles that finance was performing three years ago, and what they are 
performing now, have changed.  
Although the SAICA survey was conducted only on CFOs, and not on all 
accountants, their conclusions support the findings of the research above, where 
Voogt (2010, p.6) states that in the last three years the role that has increased in 
importance, according to their model, is that of a planner and strategist, which is 
mainly the provision of financial leadership through financial planning and aligning 
with business strategies.  
Graham et al. (2012, p.80) found that although the role was still dominated by 
traditional tasks, it had become more complex, and a role that had many more tasks 
 70 
 
involved than in the past. This finding was based on the financial controllers situated 
in England. They further concluded that the enlargement of the role has led to 
finance being involved in more forward-thinking aspects related to the business. 
Based on these findings, it can be assessed that the role of finance is in the process 
of moving from being transactional – towards being more of a business-partnership 
role, with the focus providing value-added services to the businesses that they 
support. 
 
5.5 GENERAL FINDINGS 
The empirical results obtained from the research also showed the following with 
respect to the organisational culture, the perceived perception of business, and the 
operations of finance, as well as what finance identified as those factors that have 
hindered the transition of the role.  
5.5.1 Organisational culture 
The results indicated an overall mean for organisational culture of 3.80. The mean 
for task-oriented culture factors is 4.03 versus a mean of 3.48 for people-oriented 
cultural factors. This has provided an indication that the culture in the finance 
function is characterised by an emphasis on the tasks in the department, and the 
completion of those tasks. Task orientation within a department – especially one that 
is driven by deadlines, such as finance – is a good culture to have; but there also 
needs to be a focus on the people-aspect of the organisational culture, and an 
increase in the focus on employee wellbeing.  
5.5.2 Operations and business perceptions of finance 
The empirical findings have shown that within finance majority of the individuals 
believe that business sees them as technical and having a good financial knowledge. 
There is less of an indication that the finance function feels that business does view 
them as business partners and strategic partners to the business. This is evident in 
the fact that the results do not a show a high percentage in relation an indication that 
they are moving towards partnering.  
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This finding is in line with the findings of EY (2008, p.5), where it was found that 
many controllers, who were mainly in Britain, agreed that they were seen as experts; 
but they perceived that they were viewed less as helpful, approachable and efficient; 
while the current research indicated that they were perceived less as strategic 
partners to the business; and helpfulness was among the best perceptions.  
5.5.3 Reasons for the lack of transformation 
The results indicate that the predominant reason identified as a hindrance to the 
change to the finance relates to the organisational culture in the organisation – 
where finance is believed to be only used to provide the numbers – and not 
necessarily to assist or have any type of understanding of the business.    
CIMA (2012, p.3) supports the findings on the integration and collaboration, with the 
rest of the organisation playing a role in the transformation, or lack thereof, in the 
finance function. The recommendations that were identified in that research were 
that senior management should play a bigger role in setting the tone from the top, 
and enforcing the importance of the finance function, thereby providing finance with 
the required credibility in the organisation.  
Graham et al. (2012,p.84) also concluded that one of the barriers to change in being 
able to add more value to the business is the lack of management’s appreciation of 
the finance activities, and the time taken to obtain adequate information. 
 
5.6 LIMITATIONS OF THE STUDY 
The information that was available on the transformation of the finance department 
was mostly based on studies done in the US and the UK. There is limited information 
available on the role of the finance function in the South African landscape, and how 
this has evolved over time. The literature also refers to finance controllers who, in the 
South African landscape, are referred to as Finance Managers, or in some 
companies as Management Accountants. With the growth in multinationals, and their 
growing influence in South Africa, these roles are increasingly being referred to as 
Financial Controllers. 
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The journal articles that have been written on this topic, and that are available, focus 
mostly on Management Accountants in Europe, and how their role has evolved, and 
how they have moved away from traditional accounting. As mentioned above, the 
South African literature is limited to what has been done by the Auditing firms, and 
not much has been written in South Africa covering this topic; although it has been 
identified on numerous occasions as an important element of current business. This 
means that the researched literature review was largely based on where Europe and 
the United States currently are in the process.  
There was a lack of access to databases for accountants that could have assisted in 
the distribution of the survey, and in obtaining a much better response rate; and this 
also resulted in the possibility of skewed results, as the sample was based on the 
researchers’ network, which comprises the majority of Chartered Accountants. The 
period in which the survey was sent was near the end of the year, when the 
respondents may have completed multiple surveys throughout the year, and may 
have had some survey ‘fatigue’, which could have had an impact on the low 
response rate.  
5.7 OPPORTUNITIES FOR FURTHER RESEARCH 
As this study has focused primarily on assessing whether there has been an 
evolution of the finance function in the current South African environment, additional 
research could be done in the following areas of the finance function: 
 Development of a tool that would assist management in finance in ensuring 
that their staff have the necessary skills and training to be able to perform the 
value-adding activities. 
 Assessment of whether the training provided by professional institutions in the 
process of obtaining the required qualifications is sufficient to ensure that the 
necessary skills are developed during this period 
 Assessment of what the true view of operations is of finance, and how this 
could be changed; so that finance could be better positioned as a strategic 
partner to the business.  
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5.8 SUMMARY 
The study has explored whether there has been a change in the role of the 
finance function, moving from transactional to a business-partnering role focused 
on providing value-added activities to the business operations. The specific 
research questions that were evaluated were as follows: (i) Are finance 
professionals moving towards becoming business partners, and away from 
transactional back-office work? (ii) What are the main reasons for the lack of 
transformation of the finance function? (iii) Is the size of the organisation a factor 
in the state of the transformation? (iv) Does the fact that a company is a 
multinational, or a South African organisation, have any impact on the progress of 
this transition? 
The empirical results indicated that there has been some shift, and a change in 
the current role and function of finance across different organisations – 
irrespective of the type and size of such an organisation. Although there has 
been some change, there is still much work to be done in this area in ensuring 
that those individuals in finance have the necessary skills to be able to perform 
the tasks required, and that there is more focus on doing more than just 
‘crunching’ numbers. 
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